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L , . . FORWARD o

This report was prepared from the generation of ideas and objectives
developed by the members of _the San Diego Community Collége Master Planning
) - .. Task Force II., L '_ . - : . :i.'
5 | -
This body served as an advisory committee and idea generatitb\n group.
- The? did their work in three meetings starting April 15, 1975 and endiny
N . 'May 14, 1975. The Task Force of about thirty-five active members divided
' into five work groups at each meeting. A vocational cooxdinator or '
other member’ was invited to ,(erve as a discussion leader. Each leader
° § g presented after each meetinp a report of the results of his or:her group
‘ to the Executive Secretary. Occasional planning meetings were held with
the group leaders and the Assistant Diréctor of the Manpower 'Itii:aining and

Vocational Education Offiece. - -

. qQ - *

J
&

o C . “The Task G.roup members nl'_lo. participate '.are a1§1'~t\owbe ognﬁratulate'd " '
on the, Tange and-wealth of ideas they generat“ed, ‘The‘xneml;ersﬁ“i'p‘. of this
f’ Task Force is presented on ,ages iii and iv. . \ ’
: _The Executive Secretary chose to cover in the report as much -breadth .
and detail as timé allowed. In'fact; he- concluded: after workinga number of. R
) weekends and "evenings that he had exceeded his time allowance rather
. , (N . . - . :
. Behind the decision to cover such a broad area, with as much ‘detail as
possible is ‘the belief that master plamning is based on knowing the
Py ' "territory" of what really happens in career education and what should
. happen there in the future, This is basically a semantit problem. It is -
" using words to détail. and communicate this"territory" of realitv to others.




o ..
‘ v o Bt
. - : '
.‘f‘::’ The moxe specific t:he words, t:he more det:ailed and hopefully the more \
Coet, accurately’ repreqent:ed the "territ:ory. The penalty fnr this effort: at
\preciseness is the unsatisfactory leng*h of thi\s report:. 1t i.é lik‘ely' to
: ) overwhelm all but the most persist:ant: readers. ‘A summary has been pre-
] pared .to assist those who aeed a -fast total picture of the report. .
i LIt is anrici_pat:ed ‘people will use t:h:ls‘volum'e or the comprehensive
master plan that follows it as members of many operational ‘groups which
. ‘will be working‘ on their particular part of bringing t:h_e plan into being.
When viewed from the perspective of its operating parts, the lepgt:h is .
not too long. . The advantage of t:‘his‘e‘i‘pproach is that each -grbup will ‘ .
have a base with gome detail upop wh:léﬁ if can work/ and e:rpand. The
o operational readers rather than tfhe_general readers’ vere assigned the
highest priorit:\y in 't:he design‘of this report. l
-~ . \
} The reader must remember the information i (this report-is a "first:
:‘ . . out," It was rapidly and int:ensively prepared. " This is the report: s major
‘ Timitation. ‘ ' ‘ A ‘ (
‘ / N
/
\ A few significant fiefinitio‘ns are prese’ilt:ed 'hich it is hopeii will
L] lclarify the . meaning of t:hese sometimes ambiguous terms as ‘they are used
N here.- o “ L B //
. . j ~ ’
‘f - | ’ A
- :Res-pectfullly submitted, _ C . /‘ ' i . 2 -
‘ ‘ A-O /’ : .
'.. ohn A. Geddes' ) ,"’ . A ‘
Executive Secretary . + \,'
' Task Force II\ ./; )
. k

o
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Car ~ SUMMARY

This report is divided into six chapters. The'Present Picture Chapter I,
) gives*a summary of*population and business statistics for—the County
and City of San Diego. It then presents a description of our Community
College Mappower Training and Vocational Education Departmmnt starting on'
._ page 8. A description of campus vocational education programs ‘is
‘. summarized in charts beginning on page 19. Some factots significant

-.. .- to Career Education are reviewed in a ‘'summary of the Needs Assessment which -

concludes the chap;er. R

—~ o
-

-
1

Chapter 1I présents a Philosophy of Career Education on page 32 which is ~

the value foundation upon which many of. the goals and objectives in this
report are based. Chapter III starting on page 44 presents our consultant s
summary analysis on manpower futures in 4the United, States to 1985.
Chapter'IV 18~ the vital core of,the report. Here are presented the goals
and objectives for Career Education._ There are five primary Goals,,

P .l Organization, Instruction, Cost-Effectiveness, Student Services and .
‘Futuristics. The objectives related to each goal are listed after the '

e primary goal. The table of contents.lists the vatrious subcategories of .
objectives, . : ' - . - )
- It is recommended that each objective be treated with a ""change analysis’ = ~°

4 ' and be tentatively pegged'onto a time line for. implennntation. lThe time
line is divided into three general tdme periods which® are labeled
' Phases I, II, and III. Pages 53 and 54 discuss.this recommended —

ﬂtééatment for objectives.

0_].
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) Chapter V on page 116 deals with the problem of allocating programs -to h Dol
gites. Program building blocks called Career Clusters have been designed. .o v
; - " for the Sar Diego Community Colleges. On the second try a procedure for Rt Dt
® . classifying the complexity of courses vas developed and integrated into * ‘ S
r ’ O a Basic Site Allocation Guide, presented on page 121. . . ' .
. . . . N * ot D - ’ . .
¢ - o e L . . ; 3 . R -
L . Chapter VI lists nine recomnendations %to the Steering Committee for .
P Management Studies and- Educational Master Planning staqting on -page 124.
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DEFINITIONS *

M«—‘M—A—a——w—b— e -

.
“ .

. +Goal is a statement of general purpose used td set: the‘aitection

and provide broad guidahce for -an* organization, an informal group
-, 4 . R %

. Or an individuaI. N .

(%

Objectives are derived from goals.
through which the mission of a business or institution is to be

-

carrie out, and the standards against which. performance is to be
measured. 1 Drucker believes objectives should be capable of being

converted into specific ‘targets and assignments ‘which can be used

. as the basis for and motivation for work and achievement.

III.

Iv.

-

)

" educational institutionsu

J - " . '

LAY

. . .
- *

Objectives must be able to. guide management in its concentration
of key resources of meq, money’, and phydical facilities to
accomplish the goals of the institution. Druckergstates, g

' mariage a business (institution) is to balance -a variety of needs

and goals. And this requires multiple objectives.f‘6

- i

Objectives mist degene ate into work. Wdrk is specific. It has -

assignment of accountabilit%. But it mus t also be used to flexibly -
i -acéommodate the unforeseen. 6 : : . '

¥ -

[ 4

‘Performance Indicators are measures which tell-managers'how'closely o

they have come'to their ‘objectives in‘doing their work. .

Career Education is a term in the process of Yeing defined by our

It is a relatively new synthesis of =

many concepts available at some point and in some place ‘in American

.education. Y- Lo .
. P N “ ~ B

13 - N . P . L

. Q\M ) N} ‘_ ) .
. " 6. Drucker, Peter F,, Management, 1973 ‘}.‘,?'“ .-
Ly : . : .8

- .L\ .
0 h \

L I '.A

They are the action commitments




The/concepts include vocational education, vocational guidance,

. career development, the development of the whole person, and other
'elements of the educational, ihdustrial and community networks

: of which these concepts are a part. At the post high sciool level

/Acareer education encompasses the traditional classificatiqns of

_’.Business Education, Trade and Industrial Education, Technical Lo

Education, Office Education, Consumer and Homemaking, Health

- N 4

’ Careers and’ Agricultural Education. .
. i . . )

'
- « v | » .

Edwin Herr has studied an array of definitions of Career

Education. He believes the neaning of the term includes at least .

the following. e .Y <

1. *-An effort to diminish the separateness.\f academic andévocational
"—«A

** education. - !

’ » - .
- 4

2. An effort to integrate the practicality of thé eal world tnto
v the educational disciplines offered in our colleges ffbm

&

, kindergarten through graduate school.- ) \ t
T 3. "A process of insuring that every pérson gxiting ‘from the
oo formal educational structure has JOb employability skills of

N . .
v . -

some type. .
Vi -
F. A direct response to tne importance of facilitating individual ‘

>

choice making so that occupational preparation and the acquisition
of basic academic skills can be coordinated with developing

-

individual preference.

N 3

5. A way'of increasing the relevance or meaningfulness of ed-

ucation for greater numbers of student than is currently true.

%

) 6. A design to- make education an'open system in. that (job outs,

[

drop outs, and completions) can affiliate with it, when their

‘' personal circumstances or joblrequirements make this feasible.

PR A

L3

-

e
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VII.

' education.

. to.meet particular manpover needs; R : .

_ Diego Evening College or the Adult and Continuing Education

7.0 A structure whose desired outcomes necessitate cooperation
among all elements of education as well as among the school.
_ industry, and community. e, A ,' f l
8. An enterprise requiring new technologies an@ materials.of edu- J
cation (i.e., individualized programmizg, simulation”) f_' o
9. A.form of education for all students10 L T ."_ '

e
« o

Item 2 developed by Herr was deleted and a, locally generated definition .

-
’ .

i - 4
. N 3 .
’.. ] . “_-‘

developed to replace it.

~

, The terms Technical and. Vocatiopal Education are. closely related
kinds of instruction which prepaxe students to -énter any one of- a‘ .

|
. N

variety of occupations in a common cluster.

Vocational Education is more manipulative in skill with less related
The instruction.time is normally shorter than in technical

heory.

" The majority of retraining programs tend to be VOcational.
A

Retraining is a seties of programs, usually vocational 'in nature, T,
which prepare people to enter another occupation or‘Hecome more,

profiqi!nt in their present one. Retraining is carried out in,

cogperation with business,.industrial or gpvernmental enterprises IR

v -
I I R

Occupational Extension includes any program developed because of a,

»°

specifif need in«industry. ‘The programs may be nontraditional. as.
to number o"hours per week and length of cOursesof study, The

programs may be open entry or opén exit and offered in_the San

> .

Centers. o .

: A . ' . -

. . DR "

- < . #
. . L s \ . . A . .

IOrHerr, Eds L., Review and synthegis of foundations
_ for Career duc ion. March 1972, p. 3

. ) ,

.
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o B CHAPTER I

.o : THE PRESENT. PICTURE

L

3
<

-Southern Cali:,‘fornia, one of the most dynamic areas of the world between
- " 1960 and 1975, has come a long way from the sleepy collection of . -~
. . _ "' "“Ranchos" of the mid-nineteénth century. Embracing the tén southern

most counties of California,.Southern California has a land area

amounting to 58,685 square miles,

‘ . . ’i‘he numbér of people living in Southern California comprises almost
three-fifths of California's total population. One, economic yardstick
for measuring the economic well: being of a region is the growth of _

) . - its population. The average annual increase in population in Southern ' , J

"i . 7. california fron. 1960 to 1969 amounts ‘to 285, 000.

& S 2

-
-

THE “GREATER COMMUNITY OF SAN DIEGO -‘ . o . .
ca -San Diego is, the southern most county in Southern. Califomia located

®. - v.mext to the growing city of Tijuana across _ the border in Mexico. N
‘ It figures 426.7 square miles: in size. ‘The city of San Diego has .a:
growing harbor complex, rail lines to Los Angeles and broad highways

north, east, and south to the. border. It has a major airport close to

L ad

@ ) the center of the city, two middle sized airports further east and two )
‘ 'major naval airdromes plus auxiliaﬂ fields. ‘ : . L

+ -
) . e e 'ﬂ ¢ . . - L
& . ) - P

. e

® i The naval establishment, other government operations, tourism, retirement ‘
living, health and business service, financial, insurance, and real estate..

N enterprises, retail trade; transportations and shipping, aircraft and the
space industry, electronics and related industries, and construction. ‘

® * are the ‘major enterprises which produce economic stability in the .

' ' ' greater municipal area of the City -of San Diego. i 5

>

4 = * ‘ *

v

"
4
i
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The population growth of San D:lego Count:y has been rapid. In 1960
\ ' . t:he populat:ion figure st:ood at 1,033, 011. By 1970, it had increased
. ' to 1l 357 854, Today the populat:ion is about: 1, 500 000. The c:lt:y of

."' s San Diego is the main focus .of count:y populat::lon. According to the
- " . San Diego City Planning Depart:ment: predict:ions .of 1973, the cit:y had )
; ‘ , va t:otal population of 697 027 people in 1970. This number had expanded .
a - t:o 755, 900" by 1974. +In 1980, the population is predicted t:o reach
9 857,000 and by 1990, 996;000.3 T . -
.‘. . .i County wide, an est:imat:e of our future _grow_t:h‘ is 1,800,w0.15peop1e by
. 1985 and 2,546,700 by the year 2,000.%- o '
§ . The ‘San Diego Community Collége District provides a large share of the_
o <> . o educat::lonal services San Diegans need, in ‘the area of Vocational Education.
- - Southwestern College seérves Chula Vista and: Grossmont: College serves the
”e’» - . gre‘at;er El Cajon area. In addit:ion, many San Diegans use the S.D. C C. -as ' ]
" " a way station on the career pat:h to a four “year - .college. . )
o . - g . Ce e ' R -
The employment picture in San Diego Count’y has been one of rapid ex-
pansion until recéntly. The total number of civilians employed in.
‘ . ' N 1971 was 491,000, The number has increased st:eadily. In 1974, t:he
To - ' . number reached 614,800. -
e - .. Hist:orically, t:he unemployment: rate has been vhigh. 1§ |
‘ 1971 - 8.8% 1973 = 7.7% '
_ s 1972 -.6.8% . 1974 - 8.82°13 Co
N ‘ _ B . ) - > » . id
‘ . 7. Feldman, p. 8 'Needs Assessment:
- 3. Planning Department, City of San Diego ) .
‘I5. San Diego Cgunty Planning Data . . _ . -7
. 13. San Diego 1974 Business Survey X . i ‘- . ‘
€9 ’
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o

- The unemployment rate is now around 107...

in the construction industry.13 .

-

v

The. emi.glayment by industry group is:13 ' .

Nénaéricultura]:. .‘Jage' & Salary Wérkei's s -
Mineral Extraction - ' ‘
‘ e M Conatruction

' ~. U .- Manufacturing’
. R Fodd and Kindred - .

R .“Apparel . “

Printing and Publi shing

® \ Chemicals

Lumber, WOod and Furniture

. .~

_Stone, Clay and Glass C

® - . . Metals SR L.
- - Machinery excluding E‘lect;'iéa—l“;

. Electrical Machinery

" Aerospace .
o Shipbuilding and Repair .

- C yiscellaneous Manufacturing '

‘ =T‘ranfsport:at::lon, Communications, Utilities
. ' . > . |Wholesale Trade - = .- .
o . * Retail’ Trade . - A T
S ‘ Finance, Insurance & Real ‘Estate
: . . ,Services S X - SR
Government _‘ : . R
L o . a Federal d .
" ' " State & Local
Education -

) Agriculture \ ' R
) - "o

1 . . \

13, San Diego 1974 Buainess Suryey oL

It is considerably higher E ¢

21,200 RN

460,300 .
- 600
27,600
71,200
4,100 ¢ _ °
3,900
5,000 .
1,000 SR
1,500 K
1,400 o
2,600 AT T
17,700 ‘ '
12,800° -y

6,100
3,900 °
23,300
, 15,400
84,700
24400 ; o
94,300 ' ,
i18 800 ‘ -
V§>;ioo ’ ‘
© 29,400
52,300 K .
11,300

A

»
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Each enterprise listed employs workers in ‘many different occupational

specialtiés. The community colleges offer many programs which prepare

people for occupational entry into a variety of positions in these enterprises.

./ ‘ . . i . )
//l~ ‘ : The current recession'has slowed job demand in many‘occupations; B i o
N ~-neverthe1ess there is demand for workers in many technical and voca—
3 tional specialties. The' need for retraining unemployed workers to meet
new job demands is strong, The need to bring, through occupational
" extension, job upgrading has many characteristics of an untapped market.
Most 1arge enterprises in ‘San Diego such as Government, .the: utilities,
@ . or the multi-branch banks may not realize how the community colleges
' can assist them in their, own job upgrading and. staff deve16pment programs. .
The San Diego 197& Business Survey has'been included as Appendix A.
"It has economic indicators which describe the nature of the employment\ ;‘

® T community for which the community colleges is training workers.

- “
. s
> . . ' AW - - . - , »

-
“ N
‘. &

o .
e, A -

o The vocational education effort of the community colleges is organized
Qi\ 3 at’ this“EI , into a District’ office,of manpower training and vocational

- - i

: .education and various campus managers who administer vocational education ) .

& v programs. The District organization is managed byaan Assistant Pirector ° - .

of Vocational Education who reports to the Director of Instructional
and Student Services. The Assistant. Director manages eleven Vocational

i .Education Coordinators who coordinate approximately 137- different

occupational programs. : ST




’
o %

. The City, Mesa, and Evening‘Colleges vocational eéducation programs are

‘16.-Steinberg, District Memorandum

-3

-y > . e A TSSO T

. ‘The functions of the District organization are to coordinate district-

wide activities, develop programs, and maintain liason with the community
through Advisory Committees. The function of thé respective campus'

organizations is to administrate under the authority of their chief

'site administrator, the vocational education instructional program and -

participate in Advisory Committee work. They .also relate directly to

the community. e

. administered by Deans of Vocational -Education., They use coordinators

to help them establish new programs as subject'matter consultants, and

‘nas links with the community. . .

g . - . LW )
1
The Adult-Center principals and the Skill Center under the San Diego
Adult Center principal administer vocational education programs under &

the direction of the Director of Adult Education. -Considerable ‘direct

,support is given by the District Vocational EducationoCoordinators.

The Director of the Educational Cultural complex reports to the Chancellor

of the District. He manages his own rapidly growing vocational education

*

program mith considerable support “from the District Coordinators. *

~

« - ° P . . - e

$.D.C.C. VOCATIONAL EDUCATION R

The Vocational Education Department of the District has had a staff )
responsibility with t}e colleges and _the \Adult Division since 1971. A -
limited line responsibility still existsgfor Q) apprenticeship program,

(2) off—campus classes~held in- locaI‘businesses and industrial plants,

(3) the operation of special projects such as the CAL-OSHA project and the
Kellogg Foundation project,-and (4) certain special Vocational

Education Art projects.l'6

G
g
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<
-

_...The_coordinators - are~technica1‘§pec1alistsf They are assigned'a trade -
or employment cluster and become -experts in the needs of that trade. IfV'
““in their atea of expertise a short-term training-program«is neeued~ they~-—~——-j i
coordinate with the Adult Division to implement it. If an upgrading ' '
course is.necessary, they, coordinate with the Evening College to implement : *Hm
. 1it. The responsioilities ‘of each of the‘coordinators cross all of the

:institugional boundaries of: the District.16

» “

'“x\\\;\The central office responsibilities for vocational education are:‘
- Tas Provide district-wide coordination for =all vocationa‘*programs.* . ‘:“;
b. Develop\a District plan-for vocational education
C. Prepare appllcat\ons for funds and develop special programs
'under the various statek nd“federal acts. . " . £ -
d. Keep campus vocational staff informed\gfmthe current trends in

business .and. industry and provide continuous information on

‘job opportunitiés. - | : Y T . )
e. Establish and maintain cooperative relationships with agencies~ W ifk“““-7
o . on the local, state, and national levels concerned with -and related‘
- to vocational education. ' . ' '” -
f.. Evaluate community needs in cooperation with lay and- professional _
. groups and recommend new courses%,curriculums, and revisions to L :
meet their néeds. co : ’ : ' .
\ g. Verify legal requirements and standards for credentialling : < ‘3'
vocational*instructors. L C
. . y . L

\."'

&

16. Steinberg, District Memorandum_
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which directly manage the instructional programs has changed gradually )
’ through the years. The Management Studies Report, Study of Vocational

Chapter I

‘h. Establish and provide the necessary services for all«Vbcational

. -y

Advisory Committees. " .. .

*
> EERTRN 4

1. Keep site administrators informed regarding vocational standards.

j. Coordinate the overall\planning of vocational facilities with the

administration staff, and advisory committees._

k. Recommend allocation of vocational programs ‘to the colleges and-
adult schools.

1. Plan and organize manpower training and retraining through the

-

San Diego Regional ﬁmployment and Training.Consortium.

m.. Plan and organize the program of apprenticeship training.

n. Plan and organize Regional Occupations Program in cooperation
‘with site administrator.’ -

o. Work cooperatively with the county .School Districts -and the Area

XII Vocational Planning Committee to develop a cooperative e,

procedure for area’planning and improved articulation. ..

p. Provide the necessary records and ‘reports as required ‘under the
16" .

Vocational’ Education Act.

o

The organizational relationships between the DiStrict ‘Manpower Training

and Vocatienal»Education Department and the’ campus and center organizations

Education, of May 6. 1975, points out present problems involved in this

relationship. N




Chapter 1

-
*

Many of the coordinators have been assigned to the coordination staff

for ten or more years. , When they first began their assignment, they were -

~program managers. Over the years, even with the changes in the District

organization, they have been held accountable as program managers.

*
*
»
*

Campus'administrators of the District, however, did not accept these

definitions of the cocrdinator s role. Even though the ‘Deans of Vocational

'Education, several years ago, were instructed by the Deputy Superintendent

to follow the lead of the vocational coordination staff instead of theif

own college presidents in, areas concerning vocational education, they did

_not accept this philosophy and they do'not accept it today~ They feel

that, as "line managers they have the ultimate respbnsibility for the
vocational, educamhmxprograms under their jurisdiction. s

-

. ‘o . - 1
Department Chairmen have similar feelings. They feel that in too- many:

i

cases, Vocational Coordinators usurp their authority and stand as a

- buffer between the faculty and “the community. . -

i
: o ey o - <'. T R .
The report of May 6, 1975 points out that coordination is a much more -
complex task than the direct management of the vocational education e

Y ‘

programs. ‘ ot PO
e N e Coordination must do many of the same things which management
does, but without the delegated authority. This requires

that the coordinator -deal effectively on a broad scope, R

with a wide range of individuals, in the area df communications,f -

Aliaison, maintenance of minimum standards and providing

educational leadership.3 . o ) o T

e T -

‘The full report'of’May 6, 1975 is included as Appendix B.

3.A Study of Vocational«Education, May 6, 1975

22 o .
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n@ summary of District involvement_in Vocational Bducation is présénted'

on. the next ‘pages.
)
are shown as well as occupational’ extenaion education in the college

and adult divisions.
the activities An support of Vocational nducation, the project

The special programs in- ‘Vocational Bducation,

funding and the areas of Coordinators responsibility are alao Lot

i

sum?arized.
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Technical education programs bn the college campuses'
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- Chaptet 1 ' . ' . ' .
. . DISTRICT. INVOLVEMENT IN VOCATIONAL EDUC{\TION b . .
°- Commitity of San Diego .
» i | ‘ F ' ’
- ——i : Technical Education . . - ” R
> - - : . * - N ‘(A . '.’
o Campus . ' ity Mesa.” Miramar 1
* - . . . ? X e tni— —
‘Number of majors T 48 33 "3
Number of courses/semester 336 ° . 337 49
92 . Numl;é_r bf"iné.tructors cdfr;tract 58 60 ° 10 .
Number of instructors hourlf_ 33 34 10 + 160 academy
J.b ‘ ) . B .
o Occupational Extension Education - Cpllege Division
- ) y. - . ' f . N _" - R ” ’ > .' R
Location City Mesa  Miraman  Kearvy  Bell.  Peashing .
0" " Nuwber of majors offdred . - J 41 a7 "3 pt 2 7
LT _Nutber of courses/semester’  169. 200 35 ) R 6, . 2l
' ‘ Nuner of instructors contract 1 ‘ 2 0 ) 0 o . 0 . |
‘ < vf_ Number, of'inst;f'uctors hourly 136 150 ° 27 23 6 19 .7 -
:‘ . \ - ) 7 . . t ', i ol
Occupational Extension Education - Adult Division
‘ Skitls . Hoovenr Claine- - A
~ Location . Center ™ ECC Crawgohd Midvay mont " Henay
. ' Number of majors ‘offered < 1 10 ° 9. 6 5 = 5
. (5 LI N Y . . ~ ,,z "a Y .
¢ * Number of c_:c;qrses/scmexster - 15 38 63 56 73 65
. ~ Number of instructors contract 12 2 5 10 2 1 .
: , ' ‘ o ) |
. Number of instructors hourly 3 34 36- 18 66, .38 h J
o wop - . - ) ‘
o ; s
: . . '& ,. _ o
Tt & .' \ N I"
24 . - °
P .‘ . . :‘" ' «M__/
8 \f‘ ﬁ/'}f/ ", |
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: ‘ . Special Programs in

-
-

L q
044 Campus. )
" Number ‘of locations’ L. 37
. ‘ . . . {
Numbgr of majors -offered . 30
Number of courses/semester. 92
"Number of instructors con-
tract U
Number of instructors ‘hourly 80
. - g ' ¢ :
. Enrollment . 2,332
~ i » . "
. U ‘ .
. , 1 f: c‘v e 0~ °
Trainee/Apprentice/ Jowneymen .
o Thaamng . o
x . ' ) » E
Number of trades - R |
Number-of trainee/ - :
pre-apprentice: 83
Nunber of appréntices
© . a. Malé ' 1,615
b. Female . .22
. ‘Number of journeymen , 116
e Number of -instructors i
. _contract ) 0
1~ Number of ihstructors. = -
hourly - Ce .91
- - T > "/ .' N

; 1
, ) . \
Voéational Education — — . .
High School Pacghams
> ~ ‘ T -
Number of cohtrif)uting ‘high
schools
a. Public ) 20-
b. Private.. 4-
c. Out of district , 27
Number of majors offered 20
Number- of instructors contract 18
, Number of instruégors. houirly
N : \ .
Enrollmgnt | . - S 21 ¢
; Regional Occupational wagnmn‘:

B
. ~

. ” ~
* Number of programs *
A
. ) ’ ] R
* - .. . )
" Nunber of instructors . "12°
< Number of counselors |, .
.-' . ) . r N X » .
* ‘Enrollment = . 300
Yo« " . N :' v
- i ,
. . . . .
L “ éa?.
L] .
> \\ ‘
) . § ¢
. ‘ - »
e \
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= Chapter I -
B ‘ — Projeét Funding L
o 7 >
L ot S . .
e . g _ _ / 3 -
. L ) ,' \ . K , . - ".
*|..  VEA Part A - Disadvantaged [ o$ 125,000 .o
1i§__.¢up»leﬁ—_7w-“"“’”‘“"”‘“’""~“”—w- o
VEA Part B - Regular Program ,/' 663,004
i o , . o I/ ° - €
Q" VEA Part F - Consumer and Homemaking -] 36,520
. . . '}9' "' T '
} . VEA Part G - Cooperative Work Experience & T 25,000
. - \ | | .
o . o - ' { °
" VEA Part H - Work Study : ) 14,241
@ _ ot - ) 7
California Real EState Association A 2,000
R g e . . ) B 3
" , b o : f
_ CETA ‘ / : 631,000
® . ) . . .. h I[ . N
i . . . .- ! - . . \~‘ - ., —— " ]
. Kellogg Foundatién for Dental Aux111ary ~ 97,000 i
_ Project (for three ycars) . - ,
- .. .
° o . T
' # Foster Parent Education Project T 22,000
- Consumq} Project . . 8,000
7,222,679

o |
. o ;
Total Program Expenditures

5
3

for 1973-74
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- . COORDINATORS AREAS OF RESPONSIBILITY : o o
—TTTTT e - j - . c st I

--The follqwiné lists show the areas of curricﬁlum responsibility which

the €oordinators® assigned to the Distt:lét Office of Manpower Training
y o

and Vocational E;iucation Sexjv.i_.ées have .been ‘aésigne,d.‘




" Motorcycle Mechanic

" Insulation
"~ Mill Cabinet

R A

e

COORDINATORS ARTAS OF

o , . SAN DIEGO COMMUNITY COLLEGE DISTRICT . ,. = 16
@~ . —Chapter 1 : o= s :
. Vocatxonaz Education

RESPONSIBILITY ' .

,Mo '4‘£(
BOB BETHEL

Architectural Drafting
-Auto Body.
Auto Mechanics
Automotive Air ‘Conditioning
"Building Construction Technology
Building Trades .

Cabinet Making & Millwork

Civil Engineering

Diesel Technology .
‘Drafting, Mechanical, Electronics :
Engineéring

<

Small Gas Engine Repair i .
. ' Surveying l'
Truck DrivereTraining '

Apprenticeship L i =

Automotive . ) : L.
Carpentry " o
-Diesel ‘
Drywall

Surveying.

FLORENCE DOWNS

Welding ‘

WALTER COATS

o .
Aviation Maintenance Technology

" Aviation Occupations -

Electronics Tech./Broadcast Telecom.
Landscape Construction Mech.

Laundry & Dry Cleaning

Machine Shop

Manufacturing:Technology

Nursery & Landscape Technology
Occupational Safety & Health Technology
Shipbuilding Con
Telecommunications

<

/

Apprenticeship

Bricklaying te Lo

v

Cuavair i

" Floor Covering: ‘55

Sheet Metal ) oo LA
Triple "A"’South . :

\]

CARL JOHNSON

Commercial Art
Copier/Microfilm Tech,
Cosmetology - C
Graphic Reproduction

‘Micrographics ,

+  Photography

Emergency Medical Care
Hospital-Home Aide
Hospital Staff Training

. Medical Assistant = .
~ Médical Laboratory Assistant

Medical Record Technology -~
Physical Therapy Assistant
Radiologic Technology . .
_Registered Nurse . '
Vocational Nursing )
‘Water & Sewage- Techinology v

Apprenticeship: e

MachiﬂiSt .
weldihg . |

<f

Sign Arts (S:lh Screen)
Technical Illustration
Technical English, Iath Science

égprenticeehip

" Barbering

Ironworking:

Lathing

Plastering : . ‘ M; AN

High-School Program ' . *




"~ ELIZABETH KEPNER™ o ”;'

Accounting - ) -
-Banking & Finance "
Business Administration
Business Mid—Management
Businéss Womens' Professicnal Growth,
.Escrow .
Fashion Merchandising
Flight Attendant

. Floral Merchandising

".General Office
Grocery ‘Merchandising
Instructional Aide
Insurance ~ . .
Interior Decoration & Home Furnishing
Library Technology
Marketing’ Management
Medical Clerical

" Purchasing & Materials Management
Real Estate. : .

. Secretarial o
Traﬁsportation & Distribution Management

-

-

. Apprenticeship

Roofing

.=

"POSITION TO BE FFLLED

. Air Conditioning & Refrigeration

Appliance & Refrigeration
Electricity N )
Electronics Tech.
Electronics Assembly
i Lineman Installer/Cable TV
Metrology
Quality Control & Reliability
- Residéntial Heating & AiraConditioning
Steamfitting

fo

Apprenticeship

————

e

dﬁwﬁ.wiElectriciE"*”*

Electronics Service Technician

_.Irrigation & Lawn Sprinklerfitter

Pipefitting

Plumbing

Refrigeration

San Diego City Givil Service
_ San Diego Guas & Electric

Sound Technician

s - . | |
mg e — .

'HAL RAND

Custodial . _

Data Processing .

Food Service Occupations
_Governmental. Qdministration

‘ Governmental Management -

Hotel-MOtel Management ]
Industrial Supervision
Institutional Housekeeping .
Marine Electronics Instrumentation

] Marine Occupations

42 N
Criminal Justice

Plastics:-Technology - ‘
Postal Supervision .
Recreational Leadership .
School Food Service-Management
Supervision v RN
* s ‘
Apprentice ship .

Glazing

Meat Cutting

Naval Air Station
Painting & Décorating

Taping (Drywall)
Work Experience Educatione

-

FKED DEUTSCH (Miramar)

Dentei.AséiStant -
Dental Hygiene

" RUTH MORRIS

G—

e s

s ——

Child Development

Custom Dressmaking & Alterations
Home Economics - e
Power Sewing

Iy
i

) ¥
DICK ROSSMAESSLER (Miramar)

v

Fire Science
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PRESENT QLUS;I'ER AND"SITE ALLOCATION OF PROGRAMS

[ ‘

¢ _ 'I‘he following pages show the present .clustering of dccupational programs.

The programs marked F ate programs planned at this time for .the future by
¢ the District Manpower Training and Vqcational Education Departmerit.

. R '
. . . . A

“ . - . -

- r ~

B
[ ) The following chart shows at which present sites each program is

located. The chart also shows the categories into which programs have : «,

. been clustered . ; ) “

.
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AGRICULTURE

Nursery G’I:andscape Technology 1 x X | 1r

C landscape Construction Tech.

’ '. ‘» i - ‘ . 7 : ) d
BUSINESS , A m - R

. ‘Accounting ‘ X X]|F X “( * ? 7

- Advgrt}.sing . F X X m

o Ba;;nking alnd'f-'inax.\ce - . F . . X | ' A
i - Teller i o - ‘ " . X T
Basiness :\dmi:nistlj'ation\ Sl x fxle | x | HEE 1L
° Co Court }{eport‘ixxg‘ Tk , 1 Fﬁ s R F
Data Processi:xmg o X X- X . X
C _ Programming - . X . 1 - 1. HE F
h‘~ ‘ ~Keyi)uﬁéh i - X 11X L
-¢ " Machine Operator - x| R ‘ | x .
- ) Di‘splaérg ‘ | A - . xv S . F H ) | |
() ‘ . Escrow 7 | B " 1F: “ X, ! - _
B Géx}cg:atl office * ok x| P x flx xoqx x| x|,
Insur:‘mcc (Geqcral) ‘ 3 F - ) F | X “

oo}

’ : Insurance Adjusting N R S F “ <o

I:\Sttz‘axice Appraisai _ ¥ \FA m e 1
_- Intéridr ‘De-sign ‘ - %+ X 1 F Il ’ .
L Investménts . L | ® 1 < ‘“ ]
I Marketing ‘ S I X T x “ \ )

<

Fashion Merchardising Y x | “ r ‘-

_ Floral Werchandising 33 | IR I X

i
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'v. BUSINESS (CONIINVER)
Marke t:;i.n.g- (Com\:.‘inued )
o o L. ’
. ’ Grocery NMerchandising
Retail Clerk
‘ Purchasing « :
L e R NG = .
- Real Estate” :
a Residential Propei‘ty Mgmt.
o Secpetarialvi : . X ' X|F kll X |x. \X X
'Bilingual Secretary F " F ' . -hx N
Legal Secretary X x| X l Lo
.. . i
o Medical Secretary F | X X_JM
. : Rgcé;;tiqnist ) ” h¢ WF'I
- Insurancé Secretary F F
_’_ ) Lt } ‘ . “ L “\.v
ELECTRICAL-ELECTRONICS ' ]
 Electrical, Industrial X X ,
- — : : :
L E@ectrical Wireman \ X
Electrical Lineman X
Electro-Mechanical Tech. , F Fol-
o Cable TV I.ihetnaxx/ix}staller X X. X |I.X F
Electronics Technology X | x X '
‘ Cable TV Technology . F . F
v Broadcast Telecomnunication X
= Computer chhx{'olosy ‘ X Xl
K N Lt : ’(
. Sexvice Technieian X X+ ¢
. O ‘ b — r — . ‘
TRIC - Radio-Tv Repaiz L X F
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BLECTRICAL-ELECTRONICS (CONT.)
A D "
Marifie Instrument Technology
: ; Ll -.- " "
o Electronics Assembly
ENGINESRING ]
s * - . - 05.(:1
Civil Engineering -
s Drafting: i —
’ . . .\ ,
. Archltectural Dfafglng . X
E&gineering Drafting Y F.
' _Electronic Dra%ting 2 g 5
9. Marine Drafting 1F
S Eﬁgineéffngfieqhnéldgy F
‘ . Metrology X

D Quality Control X .4
Surveying ° - X

o ENVlROSMEﬂTAL & HUNAN SERVICES
Urban Planning Technology 1F F )

Water Treatment Technology F k .

b ‘ Waste Water Teclind logy F | X i
Cosmetology ’ - X N
Custodian X

o : _ s

r Flight Attendant . ‘ 7

\,Inst;gctionql Aide X
€ © Laundry & Dry. Cleaning

= = ‘F |-F

Legal Assistant

e
4
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[
. ENVIROWGNTAL §& HUMAN SERVICES (cﬂo:r;gv - - ]
. o . Library Techpoiogy X o ‘ B X » .F h! 1 F°
N B . Social Se;yice‘?eghnician . F ‘ - 1+ ) nE J
-\ - Travel Services S F| X : i ’ i .
“ . ‘\\ \_'\Recre;i!::lo._n_a_j. Leader‘shi\px‘f . o 1,(: ¥ x , : | - \
. HEALTU SERVICES L "] S -
‘A”:ii'n;a\i Hlealth Te{:hﬁician . F e ‘ .
o ’ Qar&io:—i’tlx\i‘mgnary - .| F i ’
o ' Dental -[\ssis.t‘:i:ng,\ _ F x| | ox - .
Dental Hygicpe o e F , F m T . ' :
o © Dental Laboratory Technician o | ¥ 3 F “ . ’
. Emergency ﬁgdi‘cal Techniefad - | F | | X X ‘ N
Hemodialysis Technology 4 D ‘ T 1 X _ ) _ ¢
| ) .}lome Health Aid'e (Murse Aide) \ N ‘X X l ’ ‘ x | ' X |5
) flospital Staff ’rraining‘ \ . X i F v »
‘ Inhalatioh Therapy 'm..‘; . Fi R X \ )
o .M:adical stista{lt . . o 3&)' X m o F
. | Medichl I.abéra;:ory Assistant . 'Xv \\.\ i .X l . N Al'
\ MedicaluRe_co?d.s . _ :‘: . X | X \ -
® . Mental. Health’ Worker ;?i' - 'F ) . F\\m |1 1 -l
Nephfology i‘eclmolog? T j ; 1 F L F ‘ « | T
) Nuclear Medical Tec}}n()logy~ “ F: F |
: " Nursing lome Administration : X o ‘\\ 3 1 X
Nursing (R.N.) 7 - X F- | T , ) Nk
- Nursi.ng (Vocational) ' ‘ x‘ X x| F ~ \\. - o
- Occupational Therapy N 34 F ; F . ) \ ' e
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“FALT}i SERVICES (COa\i'_ITL)A _V ‘ ’
‘_7 . Opc;'ating Room Technology F ‘ F )
ﬁptom&tric Assxstant T X ‘ F ‘ -
L -OrthOpedlc Assistant . 1': i F M‘
‘". ) . Pediatrlc Assistant ’ ‘ F F T 5
L Pharmacxst s Assistant. F ol F ”
i " Physical Therapist's A551stant X- ',\ 3 «
o R. N. Practitioner ' F \ . ‘
’_' . —fc_'fdiatrisAt‘s‘Assigit:ant F F )
By . ‘ -Psyéhié@,ric Tech. F }. |
o = 'Raé;io{;r:;bh.ic Technolog ) X X [l ’ ‘
. Speeci\ 'fherapist“s_ Qgsistant F F .
m _Reérgat:ion Therapy \ F F - *
. HOME_ECONOMICS & FO0D snﬁvxcm |
lothmﬂ Constructlon F X F F F : X" X X X‘ X
" gonsunex Education x | x|F | x fiE|x |X|X]X X
=~ . Family Relagions x | x|F | xJ{F |x | %X x"| x
. : Foods and Nt;t'ritionl ' X x I F ] x | Foix | X ‘ X} )\ X |
! Home Decorating x | x{Fr L x §IbF | X X | x| X X k4
: Hlome Management F | X{F | X FoX X '_x X X.
o L ik
- ' child Development I - x | x|x | xe X -/
.Q‘ _Cuatom Drmsmak%ng &*Mtemtion.. X 15 . .
Q m_, Pover Swi.‘nlg ‘- B X | X F " ,f
~ Food service thnngemcné. 37 X X X B
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. JOME ECONOMICS & FOOD SERVICE (CONMT.) - . ﬂ -t L8

" .Fast Food Service Ma'r‘\agemexit‘ F | | “\ )

Baking = - b rx : . g - s ,
F . ¥ * .. ' « . . . 2y
. Catering g - NN Xl x| - X 7

llostgss-Wai;tress : m x| X . |5 -
“’f ‘ ‘ ) ‘ ‘ . ~ - | v l‘| | v ] N - : - :

MANAGEMENT AXD SUPERVISTON SR P \“ 1 ek - N

=3

A}

Governmental Management F X~ m\ " g ;] '

A

..“ )

v . Covernmental Administration ' 4 F X

Hbtel—.}‘.otcl Management ) - Xa

°® Insti tutional Housekeeping Mgmt.

»

X
X
Mg'rket:ing Management ° . X x : X . I \
- .
X
X

© Mid-Management . X P

) Purchasing®& Materials Mgmt. ‘ X F
. " L i - .

Supervision, ‘Industrial

Supervision, Pos tal . ‘X

L Transportation & Distribution Mgmtt X | X ‘ ; P
» - - 7 - e ' . “ b
“small Business Management x | {F | X i F

2

® . pROTECTIVE SERVIGES 7 . '

s Criminal ‘Justice : S X

i

.

» Ty
Correction Workexr - X

Immigfation Officer | F

L4

Investiativc.kssistatit ' C | F

;’.’ =4 N

‘Business & Indust;'ial ‘Stcurity F

-

.
« e
L e
. ,
;
2

Fire ‘Br"otgctiox} ‘l‘e'.c!moldgy B 3;} 4 X x-

T ’ T M ﬁ ) ' L. A
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_ TRADE & INDUSTRY

@ Acronautics: -
;. Aviation Maintenance Tech. X
Y
Alr Traffic Confrol , -X
‘ p . Avi'ntion Administration R < -
- Elight:'oﬁqr_at‘iohs N " X
. Air Cér)[litioning- & Refrigeration, X X}
. Puildipg Trades: ~ . « .
S Bﬁulldix_\g Qb;\stggciign Tech. x| F
. ‘ , . -Pwick-Layi 3 ) . | X
< C:ﬁp,entry y .n;g
\. R ’ ", N ..
‘.Cébinet Making & Millwork, X X¢
¥ Tement Masonry _ . e e
i onstruction Trades Mgmt. g % ;
T hpen x. \
‘—— 7 FloortCovering o 1 X N
~ Insula;:)ion. xR \
; ‘ - Y
. Ironworking X
-~ ' lathing . X .
Plastering ‘ X )
(' ipefitting MR N
° Residential Kitchen Planning X x |l ;
Residential Heating & Air Cond, ‘ x |l -
Roofing _ ‘ X
) © Sheet Metal o ‘ X ‘
e P1umbing —""" ’ X
Graphics: \“
Cowmercial Art ) X ‘ F
'El{fC Graphic Reproduction X
A < ; }) . =8 N : N - 4 N
A A i K
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TRADE & TMDUSTRY(CONT.)

Technical Illustratiom. -

- * 8ilk Screen.Printing S
- Equipmegt Repair: ' : ;

Appliance & Refr’igeratidn‘ "X

Industrial szwiné Mach. Rep.

Offsct Printiny Reps

. Copier-Microfilm Tech: R
Power Mechanics: -

. iAuto Rody & Painting

-

3,

', _Auto Air Condit ioning

X
N Auto: Mechaniecs® - R
F

. _Auto Upholstery

Diesel Mechanic

-~ []

Heavy Duty Equi‘p. Mech, A

Motorcycle Mech. . - X

. .

Small Gas Engines ,

N > ‘ — |7
Marine -Ocﬁppations: :

Y

Maring Technology .

Fleet, Engineering. . X

ad

— — —
Mobile llome & Rec, Vehicle Repair .

‘dccupatioml Safety . '"'. . XF

* Machine Shop.

‘“'\ - . x

Irrigation & lawn Spklr. Ftr.

k]

_ Plastics 'l‘cc.hnol'ogy:,‘

40 T

Furnttur; Uphelstary

3
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~ . TRADE & nmUS’mY(com.)

’Iechnical Il lustration, .

.—-———-———
"$11k Screen Printing
. l-:quipment Repair:

‘Applance & Ref*igeration

*

e - \\dustrial Sewmg Mach, Rep.

R Offset,  Printing Rep, i

-~ .

Copier~ Microfilm Tech. ‘
‘ Power Mec(h;'uh stn

e .- “Auto Body & Paintin'g

P

" Auto Mechanics

o

Auto Air Conditiorning

[

7

o ' ~ Auto Upholstery A

L. “-Df;eéel Mechanie

C;la K

" . Heavy Duty Equip. Mech.

. Motorcyc‘l e Méch. .

Sma 11 Gas Engines

. Marine Occu pat:ions :

Marine Technology

Efeet: Engineering

Mobile Home & Rec. Vehicle Repair

‘Occupational Safety ‘

-

" Machfhe Shop .

Irrigation & Lawn spklir. Ftr.

*

Plastics Teéchwology °

Furni tu‘rc’ Upholstery

-3

‘ shipﬂtting & l'ipc.ﬁtting 41

. ,,‘A'k\lding .' Ty
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NEEDS ASSESSMENT _ Pzl
.( . . ~ / ) . - . R I- ) \
: The previous sections were written to give you an idea of the community
context in which the San Diego Conﬁmn:lty Collegés exist and a general
T “‘\ description of the vocational education effort in the San Diege Community
“' ," L College District. ‘I!i sumipary form the previous pages have described
’ y'whgfévve' are .now. . N o ‘ ‘
" If we. are to develop a master-plan which is our ultimate goal, ‘we need )
S 1 to know where we are now, where we want to go, and how to get there.
' . ) o .
- The' first. prerequisite for learning where ‘we ‘want to go is a Needs
AssésStpept. The one Needs Asséssment available to us at th:l.s._t:lme, ‘
® is Report Number Otf‘é? Conm?m:lt;y Survey, April 21, 19752 ‘
The ‘report represents -the -p’ercept:ldn of a randomly selected sampl’e_ of
‘ - A {:ommuhitf citizens.” Other reports will follow indicating the perception
Q. . of students, staff and community opinion leaders. This report 'n;ay_ be
. used in examining tt'_te perceived needs of the general comun:lt}" in regard‘ to:
% a, Community awareriess of thé ‘San “D:I.ego Community College System.
;._ ‘ ’ b. Usage and potential usage by the comxfnﬁ.‘ty ‘of specific
- A ., programs,: community’ college services, and facilities.
i ! é. Community opinions regarding modification of existing ‘
’ educational progr?am‘é and services.
o d. . Community gegc\:\ebtigns} relatéd to how well the San Diego
‘, S S Community College System':l.s doing in meeting the educational "
H _.'needs of the residents of San D:I.égb.5 . !
o ‘ If you wish to review the findings of the Needs Assessment Report, it is
. _ available in the District ‘office of Master Planning and Management Studies.
o 5, District.Wide Needs Agsgssment Report
e © : - L
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Some of the major findings of the reports.which are of particnlar interest

‘to the Career Education and Retraining Task Force are:

1. Eight out of.ten respondents have heard the name “ésn %iego
Community Colleges;“ but 34 percent of ‘the respondents were
not aware that they could take csurses:at amy of the District's

*. colleges.without payin%;tuitibn (pp. 13~14)..

2, While the respondents showed a high degree of -awareness regarding
the types of education offered by community coiieges as opposed
to four year colleges, 47 percent of the respondents were

™ not aware that the s.D.C.C. provide vocational education. (p 14)

3. Low usage is‘made of‘the.nistrict's vafiousxnon:credit
community services. (p.l?)' ~
/' ) N
4, The top four prbgramsvin~terms)6f‘community priofity were
opportunities for physically handicapped, survival skills,
training students to be wage earners, and vocational education.

,f

The fifth was job placement, the seventh vocational and Job
counseling, the qighth training students to" be: 1earners.
In all, various .elements of vocational education-were given
higher pridrity than areas dealing with the Arts and-Sciences. '
= T

Providing personal and psychological counseling, and training

" students to be consumers were the only two Career Education
related items which were located in the lower half of the items.

K c 44 S | n o
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« ¢S5, There appear to be no significant barriers posed by amy of SEE«"”
operations of the Dist:rict which prevent residen;s«from taking
classes._(p333) Whac;g morelgzgupercent ‘of those surveyed
indicated they felt the District was doing a.good job in meeting
Ehgir»neeas (p.24). 6ne'major exception to this fact was that

only 28 percent of the respondents rated admissions and enroll-
ment procedures as "good" or "very good" (p.lS)?

There can be‘no question that the needshand wants of the community focus
in large part upon the area of’ this Task Force. Our goals and objectives
will have to show a way to meet many of the needs expressed by the people
in the: community of San Diego. This challenge will require change in the-
. years ahead; it will require a reallocation of the resources available to
the San Diego- Community College District. A carefully conceived Master

Plan is an optimum way to approach éhe,problem of change.

Chapter I has described briefly the community of greater San Diego.

, Both population’ trends and employment trends were included. A description
of our Community College Manpower Training and Vocational Education
Department followed. The campus vocational education programs dare
summarized which details the site make up of our career education efforts. )
The concluding topic was some of the more important findings in the Needs
Assessment study which_pointed:out that Career Education is,uppermoét.

in the minds of many San Diegans.

"~

5; District Wide Needs Assessment ﬁeport; April, 1975 ' .

H
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PR . A PHILOSOPHY OF CAREER EDUCATION - -

. The job of Task Force II is to take a "first cut" at the beginning
. stage'of developing a master plan: Once a picture is draWn of where we

are now, and ‘this ‘was done in Chapter I, We can move on to the next X

<

area of inquiry; where do we want to go? - ¢
. . ' o : ‘ ! s "f ' ;‘ ,;7

- - - ]

The first step in getting the range. on where we want to go is. the
- creation of a philosophy, in this case a philosophy.’f career education.
Goals and objectives will be inferred from this philosophy.
- : -

TENTATIVE PHILOSOPHY OF CAREER EDUCATION

Viewed through the universal lense of that»body of knowledge called
‘anthropology, education is the preparation of youth for the assumption.
" of adult roles in a society. This concept common to all societies
e . has been enriched in recent years in- the United States by adding\the
‘ - -idea that education can be lifelong, and can ‘be used to improve thexway
¢ people live in our society. .- ' . \ AN

. ¢ \ . \
‘ N N X

The most dramatic characteristic of advanced societies, including ours, is\
the increasingly rapid rate of cultural change., This change has been )
produced in large part of scientific and technological developments in

such areas as the knowledge explosion, transportation, communications

and information handling, biology, medicine, and the physical sciences,
construction and architecture, labor saVing~innovations, ard the management
science. . \ . {

Rapid cultural change can produce maladjustments in society called*cultural
. lag. Gur "style of living" including certain values, cultural expectations,
religious beliefs, occupations, and institutions can be put out of ‘
adjustment with new technical ways of doing things. For example, today s
young people leaving our schools may expect to face an average of five

oF six career changes in their working lifetime.j Many of these changes

will be caused by technological obsolescence. ) !

-

45
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Some futurists believe the major:lt:; of occupations to be filled fw’eni:y
years.from now are not yet organized. Nevertheless, many of them will
-evolve out of current occupations and work 6rganizations.  The implication

@, = of this pred:lct::lon is that workers 1n many enterprises will need periodic ~

0

retraining.

o =

A major task. of our society is to cat:ch up, then get ahead ih the plann:lng,
Q. so that when changes which affect our culture do come upon us, we will

. be better prepared to deal with the lag or "out of adjustment" process.

- - ©

. -~ 4 . ’ ¢
‘ Work includes far more than practicing certain skllls and knowledges on
the job. An occupation is a "st:yle of living." The péople you meet,
the values which, surround you, t:he environment you live in most of yourA‘
) . waking hours are dictated largely by the charact:er:lst::lcs of your occupation

and the enterprise in which it exists.

T * . . -

g

In-essence a person fills an occupational role v.hen he or she enters

'Y ’ an occupat:ion. :Such a role 13 -more complex and 1rrevers:lble than the ‘;
rolé an actor plays in the theatre, but both actor and worker have to

. meet expectations other people have. about them; in turn both expect other

' people to .act towards them in certain ways. Large groups of people. in our

) -=-._ . society place different: levels of prest::lge and acceptance on different

occupat::lons.
The self concept: of the person, including all of what: he believes he is,
0 ’ interacts w:lt:h the occupat::lonal role the person ent:ers. This interaction

can produce sat::lsfact:ion or maladjustment and unhapp:lness in the persdn,

-

depend:lng upon how well he fits into ‘the role. -

.
.

¢ - . L= o

e . - AT

oo
.




LYY

SELF ACTUALIZATION ‘ :" <
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|

\

'For example, a casting director would. never cast .a plumps slow moving,

slow talking woman as Joan of Arc. An employer would not hire a mechanic
.who was all "thumbs. A worker who .does not enjoy persuading people might
find .some salesmen jobs boring. ‘

Attitudes and values are shaped and reinforced by the life ‘style people

<

e s e

1

‘live. They are shaped to reinforce and support many of the activities

and- interactions people'live'through when fulfilling a particular
occupational role. A minister in a midwestern city would be supported
by the value "Jove thy, neighbor.' A combat infantryman going up
"Pork Chop Hill" in the Korean War would be supported by a different

value. ; ‘ . S

Mdny workers in our society feel trapped or isolated 4in a  job or occupation
they do not enjoytheir quality of 1iving is far below their potential for
self-fulfillment. Career education offers such people .the chance to find
more fulfillment. in their work. ’ <

t

There is a powerful drive in most of us to fulfill our potentia] to

reach out ‘and tread along those paths we dream of treading, to imagine

" ourselves in a more fulfilled state~of being. We are driven to ledrn in

- greater breadthand depth abOut those areas which interest or excite us.

a

ey

]
§

This powerful motivation to fulfill our potential more and more, ‘called

e

gself actualization by some, is! blocked-distorted and ‘shriveled when we

- are not able to meet the more basic needs all of us have. The need for

”security, love and belonging, self esteem including confidence,

.
achievement, independence and competence, and self actualization. are all

thwarted to -some degree if the person is not able to deal effectively with .
the basic problems of living in this complex society of ours.
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These needs are ysually dependent upon earning a 1living and dealing with

the many compléex tasks that are a part of our society. They are S

. really our survival needs. When a person is struggling "just to nake

it" or is. unable to make it, it is -pretty hard to dream of an ideal.

The highest priority in a philosophy of caréer education is "the
student learns above all to survive, because survival is an absolute
prerequisite to reaching that state of human fulfillment called self
actualization." . . . S

“

s

I1 . ’

Community colleges have the opportunity to plap a vitally constructive role
in the unending, often frustrating‘effort our society must.make to reduce.
cultural lag. Community colleges also have the potential to help students
find 'an ‘occupational role which suits them. They are on the front line.

In many cases our community colleges do prepare students to ‘enter a

majority of the more populous occupations.

¢

The' basic question is: ,"'Will comnunity colleges prepare students to

deal -effectively with the present snd to learn enough about the future to

‘survive and flourish in it?"

-

The emerging discipline of the management sciences will be used by the
.community colleges to increase its probability of achieving organizational
and cost effectiveness in answering this question.

)
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Career education, though an integralgpart of the educational progxam,

possesses the,tap root of the community colleges contribution to

',»;society, namely the. giving of opportunities to our citizens to survive

and- flourish occupationally in tomorrow s world as well as in today's:

*

~

L4

Career education is a broad concept in the process of being developed.

It synthesizes the ideas of vocational education which-include technical

'education and retraining, professional preparation, career deve10pment,

vocational guidance, the development of -the whole person and other strands

of the educational, industrial and community networks of which these

L * -,

concepts are a part. ) . —

At the post high school level, career education encompasses thé traditional
classifications of Busincss Education, Trade and Industrial Education,
Technical Education, Office Education, Homemaking, Health Careers, and
Agricultural Education.’

Career education embraces the concept that each individual must learn to

function effectively in seven life roles. These can be Seen as séven

great strands running through the school corriculum. Dale Parnell,
Cancellor of the San Diego Community Colleges, identified’them‘as,
experiences related to the roles of citizen, consumer,
learner, wage earner, the reviéwing self,’%he physical and .
mental self and the family member. The first four
strands comprise the primary areas of accountability for
the ‘séhools. The latter three are shared with the home

and other agencies and represent the secondary dreas of

" accountagbility for educatidnv}o .

L] -

” ‘ ) - s )
lO.Parnell, "The Images and Realities of Career Education," 1975

50 -
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‘GI Inherent in career education is an effort to diminish the seéparateness
of academic and occupational education. It also includes the idea that
every person exiting from the formal educational structure shouid have

job employability skills of some type._UCareer education is an open entry

- gystem for all students.

Chancellor Dale Parnell in a recent speech expaﬁded further the concept of
career education. He spoke of inaccurate image of career éducation in
- the‘minds of -many educators and members- of the public.
One is the "dumb-smart" image. L ‘ ' P
Regardless of the research and despite our rhetoric about the-
uniqueness of each individual{ nany peoplé still advocate-: ~ y
_that‘"academic" means advanced, and‘is for the "smart" students ‘

and that career education is for;the "dumb“zstudents.

The fact is, that only a fraction of the occupations'in our economy:
a collegiate bachelor's degree for entry, yet

much of\secondary school curriculun is preparatory for college
ull ‘ " entry.' ﬁost American high schools have been geared to fill
the needs of students intending to enroll in.institutions ‘of higher
-education. ° o

Public education will not Jbe serving most of our students' needs

until educators and parents change unreal images in.their minds.
Careerweducation is'for all students - glow learners and fast

= learners -~ and includes all occupations, not just some of them. A
brain surgeon has a career which requires career education; sb does

an auto mechanic. \

\ % A ¥

There is another image dimension that meeds changing. Willard Wurtz of
@ .. the National Manpower Ingtitute\said recently:
o N ‘
\ :
There's just one world and its name is life. Until
¢ ) we realize that what we're talking>\about is not just
. " h . ,

\ ) ‘}

— v
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a transitional policy for kids but a continuing .
opportunity for exchange all through tife...we're simply
perpetuating the nonsehse that life is divided into"

three times: youth for education, adulthood for work,

and old age for“the denial of ‘the opportunity for C ;
. either of chem.“ e . , |
P : ’ , .
3 . - o .
7 : : 111 o ,

The student should understand that the search for a satisfying career is
really.the process of trying to introject ones concept of oneself into ) .-
his concept of an occupational role. The interaction between these ; views '

of oneself.and role produce feelings of preference we»perceive'as'"the

degree to 'which we would like.to work in that occupation.”
) . . .

The reliability of these feelings méan, "are my. feelings of preference .
really going to be the same when I get into the occupation as’ they are now
as I visualize myself in that occupation?"~ The reliability depends on
how realistically and detailed I view myself on the:one hand, and how
realisticallyvand detailed I view the,ogcupational role on the other.
S
.If a person holds an unrealistic vien of his social skills, levels of .
_ performance and potential to learn, and if the person has a fantasy ‘ \
" view of an occupational role, he can bring them together and easily
.perceive feelings of strong preference for that occupational role. To;the
person those feelings are valid. He feels’ them; he knows they are there.

The problem is that they are not reliable..

- -1

3

* v
“

4, College Board News, "National Forum Focuses on .

Economiic. Crisis in Education. College Entrance Examination

Board, New York, January 1975. " " R

\ 4 .
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: _As +he person moves through occupational training and into the occupation, o .
: he ‘learns more about the reality of that occupation, and he may learn
more about who he really is. Upon entry the real interaction hetween the '
v person and the role begin and his feelings of preference then may change A
e . more. They are now realistic and reliable, but he may be: bored or even
,“) -dislike the occupation fox which;he spent so much tiime and effort in
o preparation. " Remember,.when. he selected his training program ‘he had
’. ‘ ) strong feelings of preference for the Occupation, but theg were ‘unreliable.
- The challenge of career education s to minimize this waste of effort which ;
« 'happens to so many people who go through our schools. The career B
_!‘ education approach to resolving this problem is an integration of
the counseling and- instruetional processes. A step by step summary of ‘
g . . this process would include the following: - ’ ’ e -
j._ ’ " 1! The person is helped to develop ‘a realistic picture of his assets, °
d his weaknesses;: his potentialities for growth. . ) N . .
' . Evaluations such as vocational, interest-inventories and performance
- 'level measures, insight from occupational exploration and work »
PR experience all generate rea1ity oriented self knowledge. The person
_ learns how. to. use this information in developing career maturity.
) ) _The’ student is taught ‘how to use career choice strategies which
emphasize alternate choices, and how to cope. All of these activities
.‘ ‘ help the person develop a more realistic and reliable self concept}
- 2 The person also develops a realistic picture of how \aorh is
organized into. occupations. He learns how many Occupations are
' Py , ‘ used in different enterprises such as transportation, construction
; © or ggvernment. The person learns the general chardcteristics of
*dif ferent occupations. -He learms }iow occupatiotis relate to-some
. personality factors and to performance factors. He léarns a ‘ ‘ .
Py SR comprehensive and realistic view.of what is' the world of work.

»

. 3
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3. “fhe learner is shown career explo\'ation principles and techniques.

e He learns how to start. exploring iti a particular direction by using '

his ‘self knowledge information. He\learns how occupational

e . analysis techniques can assist him in the development of realisti»-
occupational role concepts. He leamu a8 process of clqsure toward. .. .*
one or a related cluster of occupatioha‘ He explores occupational E

- .. ~ roles: through work’ experience. He learns effective job seeking

® téchniques, social kinds of ‘work skills "and attitudes whioh

-

increase his desirability as an employee.

The activities in #l ‘tend to produce more realistic self contepts.

’

Py - The activities in #2 and #3 help the. person leawn- how to develop
realistic occupational role concepts and how to locatehose .
occupational roles which offer :a high prediction for satisfactory
) ( . adjuetment. The activity in #3 is an eﬂploratory process ~in which
e ¢ the person introjects his self concept i¢ his imagination and g
' ' throPgh ‘'work experience into carefully researched occupational role
concepts. But in addition, the" very act of exploring helps i::he
person, increase his understanding oflhimself. °’

o
t * ‘. - [ ?

b 'm;i person learns how to'develop an educational plan which can
take him from where he is now to occ.upational entry in the occupation
-’ of his choice. 'l'he plan may involve retraining, technical ‘
¢ - ‘ education, vocational education or preparation’ for transfer to.a
four year college. Program planning brings an integration of the
1‘ . instructional program into harmony \with the needs of the student.' .
0 o 5. . Career education uses the occupational role, both preaent and future
.as a focal point for curriculum and program de‘LJelopment. Such |
I curriculum and programs are organized to include knowledges, work
skills, problem. solving and analytical skills, Social skills, and
e . attitudés which a person may use in all of his related 1ifé roles,
' *but particularlyhin the role of proddcer on the job.

N
] * . )
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. career decisioh.

knowledges needed

K

-
o,

o

The person learns career decision-making techniques and an alternate

" helps: the person,make an optimum and reliable choice.

possible that is consistent with the person B choice process.

41

e

*

The decision accounts for his unique individ
mhe process integrates information about self knowledge, the world

of work, career exploration and educational planning in a way that

Al

The person 1is provided a college service of job placement wherever

To summarize, the career education approach helps the student develop a

reliable self concept and a- rcliable occupational role concept. It teaches

explore and close toward an occupation or career cluster. It

on- the job in-his community.

- *

career goal -or along the path of his career choice strategy.

helps ‘him' develop an instructional plan which will carry him toward his. y

The student

' has' confidence he will learn in his occupational program the skills and

-

+choice strategy so that he can bring closure and make a reasohii} )
lity.

v

-

<&

ad
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1

) ‘ . A critical requirement for career,educationg is the creation of a 1highly~.
skilled Futures Analysis- ‘team which can~study and predict alternate
futures and the impa‘ct: each one will have on community college outcoies .
The team can assist planners in Career Education to adjust their programs
[ . and. services to best meet present and future manpower needs. This

‘ function is closely 'related to the career education program development

function performed for the most part by District vocational "coordinators."

RN . A\
. : A \
N . L ot

“: . ’ \Bvaluation is the final element in a phi‘losophy of career education. ‘All Co-
; ‘ - of th?ms;arts of the philosophy from application of the management
sciéences through curriculum, instruction, guidance, placement, survival, '
u and adjustment of the educational consumer in society, to futures V.
Q ) analysis will be assessed in particular ways. The evaluations will show |
the degree of effectivene'ls with which the community college is apprnaching
oo fulfillment: of its various goals and - objectives. i _ ‘ ;
s T B
.-‘ {' ‘ Assessment information will be’ arranged in such a :aay that it can be !
used as constructive remedial feedback into the college operation which
. produces educational ‘outcomes. The goals and objectives to- be produced

by ous . * force translate this philosophy of career education into an

. . operat:ional language-. . 3

“I’his philosophy has given a general view of where the community colleges

i
want to go in the years ahead.. The picture of the future is sharpenet%

e when a summary of the general manpower future is added in Chapter III,
® o Further

tailing of the future occurs when goals and objectives are \

included. Ta art of the picture is presented in Chapter .IV. . ¢
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The values expresseA in the philosophy w:lll be reflectéd in one of the ’
. ° five major goals, ox sub goals related to them, or in the object:lves. In
® ' . .each instance the objectives are- derived from the goals dand sub .goals.
' " " When the goals, sub goals and objectives listed here have been achieved,
we will have arrived into the future which is detailed in part by our

A choice.
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.~ Dr. *Thomas L. éillette, Chairman ﬁepartment of Sociology, at San Diego
State University prepared a.Futnres Manpower Study for'this’Task ForceA
dated May 29, 1975. It is a sunmary of the manpower futnre in the United , R
. States. It has been included verbatim in Chapter lII because’it does |
' .summarize this broad subject. The chart on the next page'ptesents and
’ overViewcoffoccupational distiibutions between 1975 and 1985.

As Gillette points\out, the. ‘areas of greatest growth in.actual jobs
will be in the Professional and Technical areas. Substantial grcwth

‘ . . will also occur in the category of Managers .and Administrators, and
Clerical Workers. ¢ ™ : - )

- One point should not be overlooked as'the réader speculates on tlie .. T
“-: ‘ . occupational areas of high growth. Itxis Gillette's statement, "Another. ‘
phenomenon is a potential supply that. is greater than potential fequire-

ments for college graduates beginning in the late 1970's in jobs tradition-'
ally held by these workers." The implication is that the placement services .
“ oo of our colleges will be pressed to do a very effective job if some

. -students are to find a job after completing college. ‘

f

v . ; ' i

1

.

) FUTURES® MANPOWER STUDY *__j .
FOR THE SAN DIEGO COMMUNITY COLLEGES  +
- : TASK FORCE IT.
o
- ) ' . THOMAS GILLETTE .
' SAN nmco STATE UNIVERSITY S '
* May 29, 1975 °

ﬁost long-term trénds in the employment of white-collar, blue-collar,

service,. and farm workers are predicted to continue through 1985. However,,

RN

*
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, ‘ _ | ~ PRESENT AND FUTURE CHART I
«,‘ ) ‘ . : THE U. S. OCCUPAT_IONAL DISTRIBUTION R .
. 4 -APPROXIMATE 1975 WORK .FORCE GROUPINGS- '
: : ¢ . | : i : p » 0080
Y | 1159
g g s
. DH Yo
. ) . "/ / (N . 0 e
; - - - / ) 718 4 0 d
('} Ikscﬁi)ls]ed Semi-skilled jobs Skilled / “Middle Manpower'|Profes- .
: job | ' : I occupations. occupations , . sional"
’ / occupa~ |.
| . ’ , / ‘ / : | tions ‘
,; ~— : , ’ - : / » . ’ ‘ , ' .o
o l . --craft'smeri, tradés'- o . , . )
‘ - ——operatives I men, mechanics, / ‘ S , -
,assemblp line wo;'keré’ certain clerical’ --Semi-professional, X
. ) oLy I " jobs technical, managerial, ’
¢ ) ‘ sales, some clericall including
) com-Fk 1 TC r' 'r X and health occupa- executive
: 11 iy . ; :
. ln;Obno 4 ervice Sccupations Fb tio\n,s. managerial . o
I It l ;|
. ) | l w « - '
¢ ‘
Sl .
. ‘ ” . 4 ’ . : | AN .
0. ' . ‘ -
| 7 _ESTIMATED 1985 WORK FORCE GROUPINGS-
Source: Gillette, Thomas L., Special Océupatic;nAI Distribution Study for Task
. Force II of the San Diego Community Colleges, San Diego State University,
’\ T San Diégo: May 29, 1975. - v C




some significant changes will occur withliin each of these broad occupational

@ classifications, according to the l&ureau of Labor‘St"atistics projections
of the U.S. economy. (3) Technological changes will\ continue to-account

for both upward and downward variations by specific occupational

\

L) groupings.. The expansion of computer technology is but one example. ,Also,
differences in industrial growth will_ boost some occupations (within
the health field, for example) while others will experience a relativﬁ ’

[} N degrease in rate of growth (the educational figld) and stil -o'thers

©

‘51\1\1 decline (mining jobs). Another phenomenon is a potential supply

3 N * N - -
that is greater than potential requirements for co\;\llege graduates be-

H « "

[ . 'ginning in the late 1970's in jobs ‘traditionally held by these workers.

L4 «

"Total employment is expected to increase about one-=fifth between
l975 and 1985, going from almost 86 million Lo over lOl million based
'.H - on a count ‘of employed persons.1 (See Table . Expected changes for

major occupational classifications are shown in Table II.

GROWTH

_&‘

-
o . oL
R - . &

0. .- .Professional and Technical This group will experience the"greatest growth;

-

‘from approximately 12.5 million in 1975 40’17 million by 1985.

.This is about one and one-half times the annual rate of employment '

[ ) . increase projected for all occupations combined (See Table III).

¥ - -

\ .
) , . . §
.

.
. >

s o - »

L ] " 1. Statistics on employment are based on the concept used in ‘the Curvent
‘ Population Survey in which each individudl is counted once in his
major occupation.
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" "As is the case with all major occupational groups, the annual rate of .

b

growth is expected to be slower between 1980 and 1985 (2.5%) than from
1975 to 1980 (3.3%) as the slowdown in the rate of growth of the economy

continues to be felt..~

Growth in demand for godds and services will continue to be a major
reason underlying job growth among highly trained workers. As the popuia-

tlon\contlnues to concentrate in metropolitan areas, requirements are expected
T\ N

to increase for professional.eﬁd technical workers in environmental
/

-

protectlon, urban renewal and mass transportation. (ib1d ).

\ e

Manggers and Admlnlstrabors Employment in this occupational group is
\ .
projecte%\ta reach lO.S miliion in 1985, up from an estimated 8.3 million

in 1975, fepresenting a substantially higher average annual .rate.of
growth than\occured during the 1960~75 peried. ‘ K

[y ‘,‘\ ) . ~
.Clerical Workers Employment ‘infclerical jobs is expected to grow faster

-,

than total employment rlslng to almost 20 million in 1985 from over

. lh 5.,million in 1975.° Among the major occupatlonal groups, only professional
-workers gobs ar expected tokgrow faster.

A

Sales Workers Employment is projected to rise about 8 million frem

,1975 to 1985, but the rate of 1ncrease 1s.§lower than that expected in

. 5 “ “ 5
total employment. As\\ result thelr share ‘of employment is projected

e

to decrease slightly ('Q.2%). .

Craftsmen .and Kindredowomkers Employmentd{n these highly skilled blue-

collar occupations is expi\ted Lo rlse “from just lnder 11,5 million in
q\

1975 to l3 0 million in l985a\a slower rate of growth than in the preceding

.

decade. ‘ \ ' ' « 0
S \ , .

Operatives More blue-collar-workers are in this‘group than in any other

group. .Employment of operatives is“projectéd to rise from 13.7 million

in 1975 te over lS million in 1985, a much slower rate of increase than

61, .
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that for to'tal employment. Consequently, the proportioﬁ\ of operatives

°® 4 relatlve to total emploment is expected to decrease about 19 by 1980
* M . \ "

and anot.her .5% by 1985, . . o

'\ \) > -

: 4 ) |
Nonfarm Laborers Employment requirements for laborers are expected

v
i

°® : ' to increase slowly between 1975 and 1985. »"Any increases ifl‘ demand for

) ) o .
, laborers are expected to be offset roughly by rising output_:‘\.pexj worker :
4 . . \ T .
resulting from the continuing substitution of machinery for \‘;manual labor.
. ; | :
'Y Service Workers These occupatlons encompass a wlde variety rof Jjobs and

skilis; They mclude such diVerse Jobs as FBI agent . beautm operator,
and ,janltor. Their ~employment- is proaected to rise from 11, 3\m11110n
0 in 1975 to over 13 million in 1985~, a somewhat slower ra.te: of &‘growt;h than
| that projectet(\ for total employment. fﬁp;o;rment of privahe hoosehold'
’v’aork’ers, however, whict_x make up a large ;;art of this major group, is
X 4 . projected to decline from 1.3 million, to "l.l million. If thesé{.‘,.persons\

> i .
are excluded from the calculations, service workers show a faster rate

. :of- growth than total employment. Lo ' al‘ .

“w
?

o ) ‘ Concluding Note The prejections are based upon the most current:and

ﬁ" . : . {

-

reliable sources identified in the Referénce Bivliegraphy. None of
these projections are abie to accurately and specifically measure t‘:he

[ 2N i‘mpact‘ of the inflation-recession procesg, the energy. crisis, the nieaning

o “of Cambodia and Viet Nam, Wahergate, and other 1d10syncrahic but
. s |

signi—ficanl; socio—polltical )a{)d/socio-economic events. They are bhe

o . best scientific'.guesses, however, using the ‘best data available,

‘, ?
M >
/ «
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v The present picture of Vocational Education in the San Diego
'Community Colleges, a Philosophy of Career Education, and the future
manpower picture ‘have laid the base for the next chapters. Five general
goals drawn from the Philosophy of Career Education, related subgoals and
«objectives are presented in, Chapter . The objectives have been designed
as management objectives with performance indicators and suggeations, in

- P,

"

gome’, caaes, on. how to come to grips with the problem.

A 4 L -~ .
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o CHAPTER IV © L.
. D ~ GOALS AND OBJECTIVES ' —
. e . « . . B3 T . ¢
° 'I'he values expressed in the philosophy in Chapter III will be reflected in one of

five major goals, or sub-goals related to them, ‘or in the objectives. In

each instance the objectives are derived from the goals and sub-gaals.

.

K4 e . . ' o

VWhen the goals, sub-goals and o'bjectives(\listed E:\hve been aéhieved, L
~we will have arrived into the future which is detailed in, part by out

choice. A des'cription of .some general: characteristics of our district-wide -
organization will furthe.r detail the future of our choice.. The goals '
and objectives’ - for educational support services to’ students will be

" treated in Chapter 11, - . ' L
GOALS AND OBJECTIVES L L : .
Two of the most ixhportant questions the ‘master planners who taks'over .
this early phase of the planndng pracéss will ask is, "When can we start
working on bringing. these objectives into being? When éan we expect these "

. various ob,j_ectives to be achieved?" A‘rouih estimate on how to answer these o

questions is presented for the benefit of those who will continue the

master planning process. ' . ' SRR R T

. . » '
It is, recommended that each objective}?ez.t:eated in_two'ways. All . “
objectives should be analyzed in the. light of the changes they Will produce

v and the treatment needed to deal with the. changes . All objectives should,
also be analyzed as to when the District can expect them to be achieved.

\
. .

The change analysis may be executed by identifying ,for each objective

‘

fout kinds of changes or treatments.

1. Procedural changes - the time périod to complete these changes
tends to be short. . \

2.: Research and study including respurce implications - the

- time period to treat the objectives in _this.way may be sho_rt

or long.

A

3
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Chapter v \ ‘ ' .

o

3 Facility -and hardware - the time period £0 c'omplete these
R ’ changes is long. . ‘ .
4 4, Reorganization of the organizational structure and/or manage—
@ . . . ment process ~ the time period tends to be short or medium.

During the study phase, a cost effectiveness analysis ot' each objective can be ,

made.‘ At this time alternate objectives with reduced resource requirements can

. ) » be developed, if practicable. These alternates can then be compared to-the

* : o‘riginal objectives and a decision to accept the most beneficial objective
made. ) : ‘ ‘ ‘

o ~The second treatment, when, objectives can be expected td be achieved, may

. © . bedivided into three phases.

g 3 oo Phase I - Complete objectives within one year
~ - Phase II = Complete objectives within three yesrs

[} ‘ : Phase III - Complete objectives within ten years.

”\ ’. . i It is assumed all objectives will be analyzed at about the same starting

B - téme.
@ A preliminary analysis of this second treatment has been made for the' ., ‘

P tollowing objectives. Each one will be assigned a Phase I, 1II or IIl
.~ 1label. Again, 'it should be remembered this treatment is a "fivst cut"‘

. " it is for the benefit of planners who will use this report as a Pteliminary
® . planning instrument. ‘ - fg - .

A'* M ’m

; , There are five primary goals, An original draft of these goals was made
for the first task force meeting. ‘They were revised May 19, 1975, ‘
_' -~ * ' AN . ) . ‘ ) -. ’

The objectives Vill be 1¥sted under the-major goals to which ché?méi-é'"‘

.+ related.

. ’ 1 . “ :
’ L]
o . : :
- . N . . L. ~
1‘ . . N




Chaptér v

. THE PRIMARY GOALS OF THE 'TASK FORCE

‘ﬂ ' .
: I.
@
' II.
, -
°
N .
. III.
. N
Iv.
°
. Vo

The‘San Diego Community College will develop an organizational
system which maximizes the delivery of occupational eaucation
services to meet the needs of the community within the limitation

of avallable resourcest

The San D;cgo_Commqnity Colleges, in harmon& with other county
educational institutions, will seek opt the most effective ways,
‘consistent with thcuneeds-of,the commuﬁity, to provide career
education services to the comnunity. The major hecds of today's
community are qualified manpower and economic self sufficie cy

on the part of 1ts membeérs.

The organizational éystem of the San Diego CommunityACollé es will
operate in ways which maxtmize occupational education program and
cost effectiveness.
The San Diego Community College District will provide edlicational
support services for students and ptospective students in ways

which will help them make appropriate educational and tetraining

'choiceé in order to meet their own particular needs..

The San Diego Community éolleges will develop and use [a Futuristics
Team to study, prédict, and distribute information abput alternate
futures, and to act as.a service agent to organizatignal elements

in the District.

"\

e




Chapter IV . o 57 - T
' . GOAL I "

*"THE ORGANIZATION OF CAREER’EDUCATION
. . , .
A philosophy so fundamental and all encompassing as Career Education
requires consideration from ari organizational point of view. "The fundamental
question is, ''How can the building blocks of organizational structure be

.' joined-in a way which optimizes the outcomes of career education?"

If career education prepares people on the one hand to enter semi-skilled
and skilled'occupatiéns, and on the’ other to enter highly complex professions
such as brain surgeon or ¢ivil engineer, it implies a unity of educational
) . ) services. This unity can be expressed in ‘the community colleges. by applying
Aa,philosophy of career education to the Arts and Science instructional area,
}and counseling area as well as the Vocational Education ar€a. -

3
v
u

Community advisory committees,-careet“guidance, and preparing students to

enter successfully occupational roles applies as much to Arts and Science
majors as to Vocational Education majors. Career guidance should become
the . fundamental mission of the counseling organizations. In one case ‘the

- student leaves college and entexs an occupation straight fromgour community : .
colleges. I the othér, there is an intervening period of time for further
preparation,usually at the‘four year college or professional e~hool, or both

Voo }.before Job entry.. B . . ’ ' ‘ '

PO
" Lt

] . e T

If we need a unity of educational service, thé most effective way to produce

’.‘ *  that service is to design an organizational structure which maximizes
’ . the opportunities to unify. = ' : * .

LN

'There are two key management positions. which have the potential to maximize
the quality of career education services. ‘At “ the' Districv 1eve1, the position
o ‘ is the Assistant Chancellor; for Instructiona], and Student Service. A‘At

the dampus it is the Vice President of the college. . ) .

.. - . R Lo - LY 3

. E —The Assistant Chancellor can coordinate at the District level to unify
' Manpower and Vocational Education Services Student Services, and other
instructional services including Arts and Scienaes. He can administrate'
v . so that all three, divisions of District service are goingein'the'same directioh,
, ‘ Qorking to achigve integrated management objectives. A ) ‘

[}
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‘: Chapter IV :

Q9 S - )
' At the college level, it is the position of Vice President: which can be . T
assigned ‘the integrative powers to insure that th‘e areas of Vocational
Education, Arts and Sciences or Instruction, and Student Services, particularly
o . ' counseling, are all going in the Same direction. He is the only person
. . under the present functional organization who can be assigned the time and ]
the authority to achieve the integratéd management objectiveé of career . .
education. Onssmall campuses, the Director or President: would assume -
) o ‘this role. On a large campus he does not have adequate time to devote to . \‘
. . this activity. '

w -

. /' s . . ‘ o T—
At 'the District level, increased resources would be needed to support expanded

’ career center and student service on campus béfore or about the time of

registration. Expanded support would also be required of Futuristics -
services; .grants and™ fﬁdﬁservi@es, and learning center services. At

the campus level the Deans of Vocational Education, Studeént Services, and

Arts and Sciences or Instruction would come under the administrative

direction of the Vice President. 0 : , .o~

©

.
*

The V_i;.e/President on:’camgus would also be the logical manager to produce

a high quality of curriculum development and instruction. The ASsistant- . o
Lo Chanceltlor would b. responsible for unifying these activities between campuses..

. ‘The San- Diego City Schools are well into the implementation of their Career ° i

' Education effort.‘ It is in part a curriculum develop,n\ent effort. Appendix .

D describes their philoeophy of Career Education and amﬁropo"sed‘functional

organizational chart. ) . -
» The following management objectives attempt to translate,\many of the neéeds

of the District into an operational structure with which the colleges and .
L ] ‘ " . District staff can come to grips. L -

%
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GOAL . .
ittt

?

The San Diego Community Colleges will develop an organizational system
which maxlmizes the’ delivery of occupational°education services to meet
‘the needs of the community within the kimitations of available

resources. . \

-~

. 1., ;OBJEG:TIVE. : - 5
C Establish an organization which produces a delivery system of

. college services to the student when the person needs a

g . particular service. o
o wme - . 1 N - i o

PERFORMANCE INDICATOR - A planning group will determine the various
organizational outputs different parts of the delivery system

organization produce. These_will be- the criteria of performance.
The degreé of “variance between these criteria and the actual outputs

° - of the units will be the performance indicatars.

*

succzsuons : A , b

There are at least three major purposes of the organization. +

'. - ) o oa.n It must be cost effective and program effective. -

b. - The organization will "pick up" thé community member when he . .
becomes interested in admissions and support him through
_the registration and. educational process to job placement

o T - after program completion: 0__ﬁ___~____,,__,___.___r——;w

The .organization will .prepare those students so committed for

io
4

a smoothly planned transfer to a four year college.
d. A major characteristic of the organization is that it will
o integrate into unified operating outputs or results information

¢ and services which have "homes' or proprietary activities | .
.

in the areéas of instruction and student services.
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_ "OBJECTIVE TREATMENT. - PHASE 1

60

(Both of these actiyity areas come within P, F. Drnckerfa
contribution analysis category of result producing activities. .
page 532.) )

OBJECTIVE TREATMENT - PHASE 11

OBJECTIVE

Determine the "Key Activities" in the A vocational education aréa and

~

in ,the educational Support area. (Definition of Key activities: the load

bearing parts of the organizational structure. P. F. Drucker, - - '

page 530.) A - |
/ , . i ..‘ - ‘

»

PERFORMANCE INDICATOR - A management analysis grnup will"

edetermine the Key Activities. éampds and center administrators
and management conSultants will verify the validity of the Key
Activities. ‘
OBJECTIVE TREATMENT - PHASE 1

OBJECTIVE - , _
Conduct an analysis of symptoms of malorganization in the vocational
education and student servicés area on a recurring basis. (P.F. .

Drucker, pagé 546)

PERFORMANCE INDICAIOR

A management analysis group will determine the symptoms of mal-

organization through analysis. Campus and center administrators

‘and management consultants will verify the validity_of the symptoms.

<
74

»
¥

OBJECTIVE . ‘
fDevelop the requirements for, and the implementation strategy of =

a -innovations management effort. (P.F. ‘Drucker, Page 786) .

9




Chapter 1V - . ' o "

.

PFRFORMANCE INDICATOR-- A'management analysis group will determine

the requirements and strategy of- a-management innovations effort.

- Campus and cente administrators and. management consultants will

. verif:/the validity of the- requirements and implementation criteria.
OBJEC TREATMENT - ‘PHASE. 1 “

¢

54 OBJECTIVE

v b -
~ -

Develop criteria for the site selection of occupational education-

- - . o~

programs. ) . ot

PERFORMANCE INDICATORS - A management analysis team will determine

the criteria. bistrict, campug; and cénter administrators and
‘management consultants will verify the” validity ‘of the criteria

for site selection.

SUGGESTIONS vt
a. Develop career- clusters for occupational programs as a planning
A tool for site,selection. ]
b." Identify levels of instructional compleixity.
c. Allocate programs to.sites on the basis of instructional
- “ complexity. - IR -
- 1. Programs with ‘the highest level of instructional .
complexity will be located on the college campuses. )
These programs will require greater quantitative and
verbal academic skills. More theory courses will be

taught.

. 2. . frograms with hands on skills and moderate instructional:
complexity may be taught in the Skill Center, ECC, and

Adult Qenters. Modest quantitative and verbal skills are
required of students if they are to be successful. The ECC
may prepare-studénts in the first year of their college

programs.




. Chapter IV
&‘rf - ‘ i 3. Job upgrading programs will be located in the community.
) e¢The level of complexit:y will vary with t:he skills and P
s - knowledges‘being taught. . ) '
() . 4 Rétraining programs tend to requixze moderate academic. .
. ‘ skills and will be located in the Skill Centers, Adult: '
“ 5 “ ' Centers and E. c.c.
9 , ‘ - This objective will be treated in full -detail lat:er in t:he
' N feport. . , . ) >

OBJECTLVE TREATMENT - PHASE I

'Y 6. - OBJECTIVE : o N
Develop a unitary instructional - curriculum development organizatlionalx
structure. - <

0 . PERFORMANCE INDICATOR - A management analysis group will determine

the organizational structure. District, campus, and center
administrators, including all chief site administrators and facult:y

will validate the organizational structure.

‘.. OBJECTIVE TREATMENTJ—: PHASE I
7.  OBJECTIVE ;
‘ Develop a futuristics organizat:ion with element:s at both district
. . and sit:e levels. ’
) PERFOWCE'INDICATOR - A 'manugémént: analysis group will determine
'“. the organizational structure in cooperation with facul't:y. and
L administrators. District, campus, and center administ:rat:ors, and
| . v faculty will validate the organizational structure. .
. OBJECTIVE TREATMENT - PHASE I
.. P ! ) 1+

\ 8.  OBJECIIVE ' ‘ .

‘e

i House st:udent support services in facility layout:s and locations

.

that are compatible with District philosophy and résources. ¢
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* Chaptér IV = : SR

P

PERFORMANCE INDICATOR - Facility plans will be validated by site

administrators, faculty, classified, and students, and by

consultants. : AT .
. OBJECTIVE TREATMENT - PHASE 11 | o .
7 % ) ‘z *
-
— 4 .
. 3
LY
ot 3
) \ ) K ‘l'
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COMMUNICATIONS. : ’ . .7

SUB*.GOAL’
It is negessary to establish an effective communication system, wﬁot_h _ -
internal and external, supported by adequate resdurce allocation.

9. OBJECTIVE-

Qe

Develop .a management communications syste'm which sigxais managers

at all levels from wh'c)tin, ‘they receive and to vhom they—send.”

-

/

R PERFORMANCE INDICATOR ~ A management .communications analysis group

‘: ) will design a communications system. District, catﬁpus, and cénter
administrators, faculty, classified, students and consultants will

validate the system. ,

— P -

N1

S SUGGESTION _ - ‘ :

o ) , a. The communications system will use flow chart’ schematics to )

‘ build communication networks for each a:lministra,tive ﬁosition. ’
b. The system will include a feédback indicator so tﬁat each  —

° ‘ administrator knows how effectively he is coimminiteting.
‘ OBJECTIVE TREATMENT - PHASE II ’

- 10, OBJECTIVE
) - Establish a continuing staff and public understanding program’

on "what really is career education." : ) -
" )

PERFORMANCE INDICATOR --A-District Planning Group including the
.' K * . Communications Services will develop a plan to achieve this objective.
The plan will be validated by the chancellof and his delegates.

(recommend students, faculty, administrators - instructional and

w T [

" student services, and members of, community)

. .

. . ) |

| I t . _—
AN . .

The comparison between the actual results of the program and the

.plan w?.ll signal, the degrae of performance.

Ed - »
’ ) . » -

%Ric. G
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- —Chapter IV ) ) x .4 : ,
) ) :
| —— ' SUGGESTION ' o ’ ’ ‘
—_ - a. Allocate adequaté budget for an effective publicity program.

b. Publicity will be giVen to the occupational programs, on college'
1! ‘ i‘ 0 campuses, adult centers, high schools, and in the community.

‘ Publicity for programs will. include job placement probability and
e the qualifications for entry into the - program.

— " ‘OBJECTIVE TREATMENT - PHASE I * - .

= el

.. __ ARTICULATION . ‘ p

‘11, OBJECTIVE . , : ) :
) Maintain a close, continuous working relationship betwaen the

— ( community and both student and instructional services to promote .
prompt recognition and response to changing occupational e
education needs. v |

@ _—
. * . a

PERFORMANCE INDICATOR ~ A management analysis team in cooperation

_—T__T_ T with student services and instructional administrators will develop

a dommunity articulation plan.for the changing occupational education

: . . needs. The plan will list required results and -outcomes of this
articulation effort by Distriict units. The plan will be validated

. by the Chancellor and his delegates. The degree to which the .
® ' . . respective ‘units, achieve results will be the performance indicator.

ot f -

—— - [ -
. L]
v R {

>

N ) "SUGGESTIONS )
- a. Maintain continuing contact with state and area planning

, ?

.‘ . organizations. .
1. Employment_Development Department

‘ 2. -All major businessés and industries.
T ‘ o " 3, Industrial Council

ORJECTIVE TREATMENT = PHASE.I..

P




‘ Chapter 1V

‘v

12  OBJECTIVE - , '

‘lv Involve counselors, career center staff and students in career

- guidance and articulation tasks in local high ‘schools and community

outreach efforts. o ‘ a
v

PERFORMANCE INDICATOR - A student services planning team .involving

site and District administrators, counselors, and students will

e

develop a plan for this kind. of_artlculation with criteria for | -
achieving the\objective. The'degree to which the involved faculty

and staff meet the criteria is ‘an indication of theirfperfor?ance.

v - ) R -

OBJECTIVE TREATMENT - PHASE I . . Ty

: : . . v

13, OBJECTIVE : ' ' . =
Develop and implement . an outreach plan which will.encourage
minority, disahled, rehabilitation cliénts, and economically ¥
disadvantaged students to enroll in occupational, education programs.

¢ ) \\ - . . . ‘

PERFORMANCE INDICATOR - A vocational education - student sexrvices

'planning team will develop a plan and implementing strategy for

this kind of.articulation. . The Chancellor and his gelegates ..

will validate the plan. . - ' o

"
-

\ ) "“,5" -w.‘ V‘ “t v '
_ OBJECTIVE TREATMENT - PHASE IT = . .. R
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‘ Chapter v o
. - PERSONNEL .
" SUB-GOAL. L o oL 1 ' P
o oA M

Personnel who staff the Career Education effort shall be selected and trained
through staff development to provide the highest level'of competencies ,

3‘required to meet the objectives of their respective organizational,structures.
A systemvof accpuntability built around realistic performance standards

L and evaluation criteria will be effectively administered.

14, O'BJECTIVE . ’ ~ N
Select highly qualified job and industry experienced people for '
'. . occupational instruction positions. )
: | . ' . S . - 5
T7 PERFORMANCE INDICATOR - Persqpnel search and selection criteria
will be prepafed by a personnel~vocationél education planning group .
There are two pexformance indicators related to- these critéria:
T .a. »The actual selection of personnel matches ‘to the maximum.degree .
.:‘ possible the selection criteria. .
“( ) " b: 'The personnel selected'perform‘as expected. R . ‘. . ‘*f
< . i ’ . b “
SUGGESTIONS IR : o
BRI a. The greaxtst selection’ weight will be given for qualification in
> thé subjebt matter and teaching proficiency! “ . g )
T b: :Candidates for occupational programs from the local community
oo N - will,be. given Tight additional weight because they know the
. © 0 arean, e : BT ¥
f ‘ . <. s . ¢ .
* " OBJECTLVE INDICATOR: PHASE II ,. ' ¢, : -
. ‘ . . T '
o - 15. " OBJECTIVE , : ¢ -
‘ LT e belect nighly qualified instructors, curriculum consultants, and\\'
. . ) industry‘orrbusiness resource people for curriculum development. o
P . . . _ A : R
e . PERFORMANCE INDICATORS - a. the degree to which the actual’ selectiont
s of personnel matches tothe maximum degree possible'thehselection\
criteqia. b.i.the degree to which the personnel.Selected perform as
(. © expected. * ®

ERIC - R
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v,
.
3

- " .
OBJECTIVE INDICATOR: ’PHASE II°

¢

OBJECTIVE - - S

” -9
Select supgcrvisory and administrative personnel for occupational

education on the basis of criteria. which include expertise in the
specialty field and expertise in management. . ’

3

¢

17

PERFORMANCE INDICATOR - Personnel gearch and selection criteria will be
prepared by top management. The performance indicators are:
a. The degree to vhich the actual seleCion of personnel matches

to the maximum the selection criterfa. . >

S

. b. The degree(to which the personnel selected perform as expected.

‘ SUGGESTIONS , . C

Minimize the element of "convenience' .in assignmen't of administrative

_ personnel.. Maximize the element of qualifications atd growt:h

‘potential for .the position and higher positions. I’romote from within

if practicable.

7

OBJECTLVE - TREATMENT _ PHASE I
/ ‘ . * . , . -

- [

OB.IECTIVE . ) > . .

Represent.atives from the community who are occupational specialists

‘'shall be selected to serve on the personne*f selection committees

of faculty being selected in the same specialty. .
- .
. . : CE ~

1

PERFORMANCE INDICATOR - DevelOp selectiow criteria for occupational

specialists to serve on pe:.sonnel committees. The perfotmance

indicators are. .

a, the degree to which the actual selection of personnel matches
to the maximum the selection criteria.

»

b. the degree to which the personnel selected perform as expected.

Ll
4

OBJECTIVE TREATMENT  PHASE II - S

+ } ' ¥

@
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18 &sOBJECTIVE

-

. - LS

~

~ -

The degr e to which

d seription. Develop a review time schedule.

i¢ positypn descriptions meet their criteria, and the timélineéss

‘/to the time schedule are the performance indicators.

“\

e

-

SUGGESTION - ' - .

a.

showing, what, information, from whom and to whom. .

bl

S

v

'will 80 in o the management informatioq system. :.

7‘.

A

.

' - officers) ' e Ty

k¢ -

S PEBEQRMANGE#%N CAIOR - Develcp criteria for achievement of a nationall
!

e

Vo
~ -
{
-
|
j
|
i

'[ith whichﬁstaff reviewmand update the*r position descriptions compared

A communication-network will be a part of each poaition description

Corrective feedback.from the periodic reviews of position descriptions

OBJ‘ECTIVE oo
Seleet highly qualified staff for the various student services
~ ¢ = :j . positions. (Career center coqrdinators, counselors, Deans of Students,f

registration managers, work experience coordina‘ors, and placement
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D ) . . L
. PERFORMANCE INDICATOR ~ gtudegt Services admihistretors and_staff-
will. develop selectiod criteria'for the various ositions in this
o " area. There are- L tWo EErgo;mance indicators: /‘ - A
‘ - .a, The actual selection o personnel matches to]the maximum degree : o
Posséble the selection criteria. ‘ ./' ‘ n
oL

b. The personnel selected perform as exﬁected

-

' SUGGESTIONS :
a.. The greatest weight will be, assigned to qua ifications in the

. specialty and potential growth in- the posi ion.
’ b. <Heavy qeight will be assigned to the poten iaf development ™
. of the individual in the career ladder. / v
. . | .
' le. Candidates will give evidence of seeking formal training for
\ [ c"h‘an’gingu foles. ' N i _ . ‘-
T ‘OBJECTIVE TREATMENT PHASE. I . ’
. ) . 7 . ! * LY
. - 3 )
- . ~ ; B |- ‘ ) .
| \ / N . ' .
) . ' | .
I
; . !
< / .
. / . ; ‘o
. « o (z’ ‘
; [
/ ' i
’ ‘ i .
' . - . . {
i ’ i .
q . : o0 ' ’ . ad ;
‘ i
o
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4 . . .
' STAFF DEVELOPMENT ® ' B
e - SuecoAL ‘ o : C Co
‘ , Staff development will give faculty and staff the opportunities -to increase
their effectiveness in their own positions and to prepare themselves for 4
greater respon51bility along their particular career ladder. . - -
‘ ) . > . . .~ “) N . . . . :‘
' 21. - OBJECTIVES . - o .
i B ‘Occupational program faculty will obtain appropriate work B X
K AT experience at regular intervals in order to, maintain technical - .
®. ' proficiency in their imstructional area. . T ‘ o ‘
\ - y ‘ :
PWRFORMANCE INDLCATOR - A vocational education planning committee with
‘ technical specialty community representation will determine the time
'i: ' sequence between work periods for faculty and ‘the nature of that work
. expérience. o . '
o - The performance indicator will. be the degree. to which faculty can
® conform to th1s set of staff deveLopment criteria. )
- o . . . a .
SUGGESTION . : ' -t
R Instructors will be assigned a‘work period of “about 90" days. .
o ' ' . . ,
i o ) JInstructors will receive their regular pay when on a work experience .
. assignment.
S R T | :
) S UBJECTLVE TREATMENT - PHASE II ‘ t
. ; . . a
22. 'OBUECTIVE ? ‘
.Provide funds for ﬁaculty travel to attend seminars and conferences.
' ' PERFORMANCE INDICATOR -~ to be deveéloped by a planning group comprised of
’ the senicr instructional administrator on campus and_at the District.
5 - < .
« o - O "ECTIVE TREATMENT - PHASE I ' '

o0
S
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[+] . N /_,,; v ) * '
R Cnaoter;. v ' ) , . \ ,

" 23, oBJECTIVE o ” ‘ )
‘ Conduct seminars which teach faculty to use the most effective instructiohal
. principles, technologies. and curriculum de31gn pr:mciples. .

1 : oot ) 5 R : - T

: PERFORMANCE INDICATOR =~ Performance criteria will be developed' for eéach
'@ . seminar which requ1re faculty to use effectivély the principles they o
i learn. @The length and scope ,of the seminars will be adjusted to “the
SN 2o effort required to teath terminal performance. ) ’
. . Thé ,performance 1nd1cator is the degree to whlch each faculty trainee

," ) is .able to approach the level of performance‘ required in the seminar

. . v outcomes. . N T '
L . S : . ' L e T

e OBJEQTIVE TREATMENT - PHASE I . .

. | . ., : . .

24,  OBJECTIVE: .7 g N ¢
o Conduct semirlalrs vhich teath stu.dehtms_ervi.ces counselorsiancli staff
Q‘ ) the most effective princ’iple:c;, techniqies and operations related to.
. , their. respective specialties. : e
: . . - | ’ . . . . , -, .
) PERFORMANCE INDICAT'Oig - the-performance indicator is§ the degree
0 to which each faculty trainee is able Co approach the level of pe_rfortﬁance
- required in the'sethinar' outcomes. Y e )
SUGGESTICN : , ' . v
Q. . Seminars for coun%elors will include: )
: a. Career guidance practices. . .. ' E e
b.‘ Test theory, administratio’n, and interpret’ation. a.
. -c. Occupational information. o . . _ -
‘ - . . 4o Careor choice theory, ) ) ‘- . '

.

e. Career development theory.

' . P

©

OBJECTLVE TREATMENT - PHASE- T

.-‘
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- . 25. OBJECTIVE L c .
ii S .Develop'and imblementla plan to help occupational instru%tors.dpgrade
. themselves in their acaﬁehie education when needed. - ) .
,PERFORMAﬁCE,INDICAIOR - The degree to which actuai'practice/will
6 ‘ ‘aoproximate the procedures developed in 'the p,'i}air. _ S <
Lo e ” RS | St
f’ﬁ“ T L OBJECTIVE TREATMENT,;'PEAH 1 S o o T
‘o "o U6, DBEECTIVE . . R : ) . ‘ .
- . ?rono&e_ghployees.from nithin~the,San Diego Qommunitysco{ ge ﬁistrict
- nheneVer-praqticable. o b ] e %i%&
. P A "‘_;*. ) )
) _ - PERFORMANCE "fN;ICATOQ - 'I’op management will develop a plan' for . ‘ ‘. : -
“ . - promotion from within. ‘The performance indicator is.the degree to o »;{
. ) _ / which theqpromotion pattern within the_district conforms to the )
) ) : pfomotion:planu ) ’ ' i
* (OBJECTIVE - ' . I : . G e
’ 27. Produce 'greater social integration in’ tne district by reducing the . ‘
. \ social and value distance between dlerict personnel; faculty, and :
L s . ,‘ . classified staff Help all dlstrict personnel, understand the viewpoint
.q,; o i of other g.rogps as a way to assist productive change. R
: ‘ : . . A
; ' 'PERFthANCE INDICATOh - Too management will create a task force té
) ' develop a plan with objectives to be achieved. The degree to’ which
‘,. J~ Lhe objectives in the plan e achieved once the process of reducing .

distance is in. operat::on will be an l.ndicator of performance. |

&

;.. f . - )
R P .
(OBJECTLVE TREATMENT,- PHASE II- ~
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. o .
. Evaluation, when viewed in an operational context, is one of those activities .
. Faculty do evaluate, but usually on a very shallow basis. . Counselors

. ‘them. *

~

. ways their evaluation needs. , Rather than,ekpecting a busy téacher, administrator,
way | P g

4, ,Give line staff logistics support in condugting evaluations to the e .

But everybody ignores the main reason for this weakness. It should‘be very

and counselor struggle each working dayz evaluation is- so far down: the

[ . « -

AN ORGANIZATION FOR EVALUATION SERVICES

'y
o

<

s
which most administrators endorse heartily, then never get around to doing

rarely use correctly, 1f at all, the evaluation instruments available to

- 7,

Cr1t1cs of education in the communtt“anﬁ‘w1th1n the family of . éducation
rail a; educators about weakness in this atea. It has made gdod copy in

the - press, in educational Journals and in graduate schbols of education.
aDparent. In the priority of tasks with which administrators,A*eachers,

list that it rarely gets picked up, and if it does;not énough time is .

—— <

allocated usually to do the JOb properly.

. -

What people must realize is that -good evaluation takes careful planning, -
purposeful preparation and* execution whieh all take considérable time ]
andzcareful--often‘time consuming interpretation of results.

» [ d

This is. where an evaluation service organization "comes in." It should

-

be a comprehens1vely organized service with its "head" in the district ‘

structure and its arms 1nto évery campus and major: district unit.

\
\ .

ihe purpose of the evaluation service is to help users solve in effective N
. A

or counselor to work out a cdmplex evaluation problem, the line staff
should ask the speciallst for assistance. The evaluation service should

lnclude the follow1ng functions:

1. Develop evaluation designs for line staff. s,
2. Teach line’ staff how to evaluate more effectively ihcluding the | T
-interpretatson;qf data. B ‘ f P t

3. Provide the latesr inrormatlon in the arc1 of cvaluat*dn to staff,

optimum ertent which is basically a cost effectiveness question.

5. Develop and maintain .a communications neﬂwork which transmits and receives

~

messages related to evaluatieh between all designated stations)/

.
. B » , . -




. -
. .

- \‘ L B
. C . - X i ¢ o
One major function of the network is to help managers ‘make decisions

by insuring they receive adequate evaluation informatio <. .

. ‘ e | \\\ T
The "Head" of the evaluation service should be 1ocated in the Planning and’
Evaluation Division of the District office. Thé "head" can specialize

\\

in déveloping and maintaining a high quality of service.

et

. -,

The "1egs of jthe organlzatlon should speclallze in serving customers.
specialist/s should be 1ocated on each campus who can assist and perform
services for the many_ line staff ‘who need it. The campus evaluation

personnel should be assigned to the support staff of the Vice President.
This is essentlal so that the? may serve any area without. proprietary

]
1nterference from:the area in which they are housed. !hese specialists

- should also become profrcient in evaluating program and cost effectiveness.

(Y
-

. - _ . -

The campus evaluation staff will take their operating instructions from -
the Vice President, though-they will have a profe%81onal responsibility

. to ccoperate closely with the District Evaluation group'and'follow District

Evaluation policy: * The quality of the serv1ce wi11 be emphasized in

pistrict policy.. ]

[N ‘ B = a .

Any direct technical-instruetions and requirements for evaluation will be

transmlttéd by District "Policy or by 1nstructions from the Chancéllor to

- the Presid¢nt of the campus. An additional resqurce allocaiion is required .

to ope*ate this orggnization., Resources may be reallocated from reducing

4 1nstructiona1.costs while improving program effectiveness.

o
-~ .

P

&o
The following objectives give'direction and.a body of work to an ’

evaluation organization.
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" Chapter 1V o . .
. EVALUATION _ e N

SUB=- GOAL

bupport the various organizational units of the District to evaluate’themselves.
Evaluation information will~show the degree of effectiveness with which the
District is aépsoaching fulfillment of its verious goals and objectives. This
information will be arranged in sSuch a wefjthat it can be used as conscructive
remedial feedback inté the variaus operations’ which together_prq@gge

] %
educational outcomes.

* 28. . OBJECTIVE

Develop an Evaluation Services organization.

> « 8

PERFORMANCE INDICATOR - The top administrators and their def%gates will

develop an organizational structure and implementation Strategy for
evaluation servicegs. Performance indicators need to be developed for

the objectives established for the Evaluation Services Organizations.

SUGGESTIONS .
Design evaluation strategies andyinstruments for each organizational
function in the college and i\\the district in cooperation with the

respective faculty and managers. The design will include. who will

\\ evaluate, how will the evaluation be conducted, what "will the

~_ evaluation output consist of, how will the output be ‘used? Limitations

of the evaluation information will be stated.

ORBJECTIVE TREATMENT - PHASE II ; ¢
. ‘- ’ " :
29. Develop and implement a plan for evaluating the effectiveness Qf

- instruction. . . . : -

. -

PERFORMANCE INDICATOR - Compare the actual résults of evaluation of

"instruction with the evaluation}criteria in- the plan.
- 3 -

" 99 =

~

"
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+ ®
«

SUGGESTIONS R ;
"Instruction may be evaluated by::
‘a. Enaluation reports from advisory committees.
b. Reports from employers. ‘ )
- c.\ Self reports from former students on the job. ’
d. Performance and achievement tests at time: student completes h .
hig curticulum and leaves college.& .
e« - Job analysis by District specialist of student's job performance

after ne graduates and is placed on a job at intervals of 6 months, -

-~

"2 §ears, S.years after program completion.

<

f. Computer mailers. .

s

g. State and natlonal standardized performance exam%nations.

h. Evaluation of programs and courees against state and national profiles.
. ‘«,( ’ e
30.  OBJECTIVE
Develo? and impiement a plan for evaluating the eﬁfectiveness of
) management. ) . | L o
a . . (

]

PERFORMANCE INDICATOR - Compare the actual results of evaluation of

4

R management with the evaluation criteria in the plan. - .

.

OBJECTIVE TREATMENT -~ PHASE II1

31. The evaluation organization will assist and verify the position oﬁf

organfzationallunits in approaching their reSpeotive goals and .

objectives. o

' ’ Fid -

PERTORMANCE INDICATOR - Develop a plan for assisting organization units.

Compare the assisting work “done by the evaluation staff with the

criteria established in tie plan. o

&

OBJECTIVE TREATMENT - PHASE IT

A4
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. 32;

33.,

>

-

Design and conduct needs assessment for various elements and for

various purposes within the district. — - . v

PERFORMANCE INDICATOR - Compare the actual néeds asséssment rqsults'

with the criteria established for effective needs assessment.

o

e

OBJECTIVE TREATMENT - PHASE I (IN PROGRESS)

OBJECTLVE , \ _
Ekper'ts or consultants should be: brought in periodically to help

in evaluation and constructive feedback stratégies. o~

-
« 2
o i

PERFORMANCE INDICATOR - The degree° to which the consultiant can im;i?o\re

the évalg;tion‘proceés or validate its high level of efféectiveness.

[

OBJECTIVE TREATMENT = PHASE I .

OBJECTLIVE N - o . ’ N

Develop and implement an information distribution pléﬁ and/or communication /

network for each element of evaluation.

k)

.

PERFORMANCE INDICATOR - Compare the actual evaiuation information

disté&bution with criteria developed by the plan for communication.

- Ly

OBJECTIVE TREATMENT ~ PHASE II -

OBJECTIVE  , ~ -
Evaluate the effectiveness of advisory committees.

M

PERFORMANCE INDICATOR - Compare. the actual work of evaluating advisory

committees for effectiveness with the criteria developed for evaluat®n}
them: The indicator is the degree of congruence. :

°

4 v

-

OBJECTIVE TREATMENT - PHASE 1 ) °

-

02 . -

J

N,
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’ "b “ ¢ . - ‘-_ GOAL 11 ) i . PR &_" K -

E

- , INSTRUCTION

M
%

i " GOAL ,~ The San Diego Community Colleges, in harmony with other county
educational institutions, will seek out the most effective ways consistent
with the needs of the community to provideccareer education services to

.’ © the community,. The’major needs of todays community are qualified

'manpower and economic self sufficiency on the part of its members.

- ' SUB-GOAL -~ The community colleges will teach individuals the skills’
® - and knowledges essential to self fulfillment and survival in our complex

society. Career education is for those people who wish to upgrade . R
. ) themsélves in an occupation, prepare to enter a-new technical, trade,
N * L]

--service or business occupation or transfer to a more advanced career !

v
- - &

‘- -. - program. - . . . o e
. 7 .plg \ te
— - ' i o . >
B o 8 BOBJECTIVES
T | o « o7 , D _
T 1. OBJECTIVE ' , —J/‘- .0 P S

PYrepare every student who completes-an occupatlonal program_ with

the qualifications needed tp enter a job and perform the job

® '_ ' requirementq in the specialty" ' Cote
, i . .

PERFORMANCE INDICATOR - Obtain feedback from former studénts and

their emplcyers that the former students have met the objective

in 90 percent of the cases., “
OBJECTIVE TREAlMENT - PHASE I1

. v 2 ’ . hd » . ' ’-i
— 2. Offer occupational courses in an environment as close to the actual
work situation as possible geographically,environmentally,and in ..
[y 4

terms of equipment.

a .o e
B > * N . s
. . . N 1 *
- H
¢

PERFORMANCE INDICATOR - To be developed, by vocational education
T pecialists. o . _ B ‘ S T

P
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"SUGCESTION = . PR AU .

Some occupational ‘programs may be offered at the work site of

industries in cooperation with prospective employers of thq
occupational,group. ) : ; C

&

OBJECTIVE TREATMENT - PHASE II .

.
. .
A . . /

24 ’

OBJECTIVE _ . i

Conduct djob analysis of jobs for.which the San Diego Community
Colleges is preparing students. Use the job analysis find: gs in
occupational curriculums to insure'that students are qua fied for

*job entry when they complete their educatipnal_programs. _ e

>~

¢ ~ : 3 * . *‘-

PERFORMANCE INDICATOR - To Be‘deve16ped'by job analysis specialists,

vocational education curriculum writérs and instructional admihistras“

v " *

tors. - ’ s :~: " o o e 3
SUGGESTION o ‘ . '\"
Develop job analysis information\that can be used to: "N
a. Teach work knowlédgés N - . T e
b, . Teach work.skllls L T o
c. Teach prdblem solving and analytical skills ' i C o
d. Teach social skills and attitudes related to job, retention - ‘
e. . Construct and teach a realistic occupgtional role_concept<of

the typical worker in the specialty. ' f ‘ .

OB”ECTIVE TREATMENT -~ PHASE I

OBJECTIVE . ' ' S - .

Translate the findings of the job analysis effort in objective

three into a realistic occupational role concept of the typical:

worker in the specialty. L ¢ \ s

PERFORMANCE INDICATOR - To .be developed by job ,analysis specialists..

Y .

P

1
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v ‘. v -
¢ SUGGESTION - ) L ‘ '
Use the occupational role concept Sn two ways: - o N ;
. a. Teach students ‘as pa,z:t of an oocupational curriculum. the_ role
) o .concept.’ Vo ) o '
j."' o - b. - Use ‘the various occupational role concepts in career counséMng ~
1 ‘ . - oL as an- exploration resource. . ’ ) . E T K
- q . .
, , - . ‘Prepare .an occupational role concept describtion for each oc-
:. . ‘ . . 'c‘uo'ational progtam;’ “ s T _ _
# , © . OBJECTIVE TREATMENT - PHASE 1I o T
R ["~ - ;-',. S
5. . OBJEGIIVE  ~ }- T s o L )
® . ' - Identify through'Job analysis thoge skills, knowledges, attitudes
and social skills which identify high quality performance in the
¢ various occupations and teach them to all students in the respective
o ¢ | programs: ; . . B N oot
. L . PERFORMANCE INDICATOR - Obtain feedback from former studen*s and their
‘ “, employers that students have been taught these critical elements and -
.‘ e _ can practice th;em within the _Limi.ts of their ability. Employers and .
o u-.\/ instructiona} speiialists w111 establish the specific standards of . !
performance. - ) v ‘
2oL e . \ L o ) ’
K ' . SUGGESTION N N *
. - ~ Develop curriculum per;‘.omance objectives for these critical-
‘:M - elements. .| ' o .
"yl .OBJELIIVE TREATMENT - PHASE IT IR | o
'.y"\' S6e. oBECTIVE .|, . - C v A
‘ ; ‘Cross tra'in malle .and female job‘ roles to'meet\/g]ob demands,.part_:‘ic-‘\ o i
ularly; -job defnands 'rec]uired by, legi'sla‘ti_veAd}’rection. : * . ;
: o vty . S
. s : " \ .
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i

PerformAnce‘Indicator'— The job supply of "other sex" workers comes

-

.~ into balance with ‘the job demand for "other sex workers in the

-various jobs. Vocational education specialists will determine

the specific criteria for achieving satisfactory performance. , ( - -

S . . . : gt

' SUGGESTIONY ~ The identificatiin of "other sex" job demands will

carefully detailed.,

OBJECTIVE' TREATWE T-PHMSELI ) ' -
' . ‘.I N s d ) : '
- OBJECTIVE o ’ T . .
N L I A A
+ . Teach problem solving skills in each occypational curricul#m which N
' aré used in the:-occupation itself. - . ’ / . ..
' N "L : L . . .. .

PERFORMANCE INDICATOR

- The students will perform the p%oblen solving
skills required for their respective occupation before graduation. )

¢

Vocational education specialists will determine .tha sp?@ific

criteria for achieving satisfactory performance.. /*
'OBJEQTIVE-TREATMENT;e PHASE I LT

‘ . o . . .

OBJECTIVE - o SR . s
————t— oy R p—— .

‘Use instructional principles and technoldgy methods‘which

maximize student.learning in the classroom whenever such - c

¢ -
t e e . . ) .

IP
practices are program and cost effective. - ///_- ) -

PERFORMANCE INDICATOR ~ - - The principles and methods used by

teachers for. instruction will be compared with the accepted
principles and methods. InstructionalISpecialists and faculty
»will determine the specific criteria for achieving Satisfactory_ Ty s

"

performance. ’ , ) o,

. w,‘::
OBJECTIVE TREATMENT - PHASE II
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9. OBJECTIVE | S

Develop subject matter. for occupational programs which will be used
to teach the student how to build a realistic self concept re-

¢, lated to6 his anticipated world of work.

3

\ ! }

PERFORMANCE. INDIGATOR - The students will perforn in.wazs,that show
. each one is realistically oriented in terms of his/her self concept

‘to his/her anticipated world of work-: Educational‘psychologists, .

faculty and administrators will detérmine the specific performance

s

criteria that show satisfactory performance.

4

SUGGESTION .

Coordinate the career center and placement resources with the

instructional program to help the student develop a realistic self

, concept related to' hi§ anticipated world of work. B > .
»”
OBJECTIVE. TREATMENT - PHASE II - e :

Develop and implemént core courses with subject matter content yhich

cover the widest areas of occupational role elements.
R R S U S S

PERFORMANGCE INDICATOR. - The establishment of core courses will

indicate achievement of the objective. Vocational education

specialists will determine the criteria for the optimum widest job .

.elements in Lhe curriculum.

. . OBJECTIVE TREATMENT - PHASE 11

LN

1. - OBJECTIVE ' N v
Include in the maximum number of programs the following characteristics‘
a. Lateral movemerit f£rom one occupational or transfer program -

to anothler with a minimum ‘loss of time for the student.
bs Be 90 percent Successful in their acadenic performance in

occupational courses.
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Chapter IV .

c. Be able ‘to earn certificates or degrées or follow valid
trans>er plans to other college programs. '

] . . 14 . .

.d., Enter or exit at times aﬁd\inﬁways which meet students'’

' individual needs. . ,

I3

PERFORMANCE ' INDICATOR - Show evidence that these characteristics shaye

bgen incorporated into specific programs determined- by vocational

education specialists and administrators as the criterion.

[

OBJECTIVE TREATMENT - PHASE IT . . . °
. Y \\ -~ . -
12. - OBJECTIVE ‘ L.

- ", Maintain the occupational programs in.balance with the manpower

‘needs of the community. = ° . . . ' . ot
] :

N ] o
A . ..

PERFORMANCE INDICATOR - Vocational education administrators will

. establish the criteria of properAbalance which can then be compared-

with the job supply and demand characteristics of the respective

- I

oCcupat%bnal'programs.

SUGGESTION S
at =The vocataonal education administrators will start or expand
courses with high manpOWer needs on the one hand and-curtail ,
or “cancel courses»with low job demands and poor placement
prospects on the other. '
b. The 'vocational education administritors w l use the resources
of the District Advisory Committees, Day and Evening Coéllege
N . faculty, Adult Education CEnter administrators and faculty, the
Educational Cultural Complex administrat rs and faculty,
Skills Center administrators and facultyi the proposed Futures
Team, and District administrators to work out strategies for
expanding and closing programs or courses.

2 -

98. .

-
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.

OBJECTIVE* < “ c e

Use standard and comprehensive criteria for selectiné& modifying, ~
"implementing, and closing ‘occupational programs.“ K
+

3

PERFQRMANCE INDICATOR - District vocational education adz}nistrators
will develop the criteria for Selecting, modifying, implementing,

r

and ¢losing occupational programs.

The performance indicator is the degree of variance between the
standard criteria and the actual criteria the\}EspenSible admin—
1istrator uses in selecting, modifying, implementing, or closing the

programs,

SUGGESTION
' The following aré suggested criteria.

a, Program change will be based in part on- cost effectiveness

analysis. . ~ ¥
\ .
b. The need assessment for occupational programs will include the

follo&ing determinants. - : .
(1) -Demand by prospective students for a particular course

LI |
[

o1 program. % oo "' ,f'
(2) - Demand ‘by -the employing- community~as it reacts..to_new.

technologies and needs.
The analysis of the District to start new. programs' will include.‘
(1) An assessment of the District' 8 capability to conduct
) such a program.

(a) The physical specifications of the faoilities

required
(b) .The location 'of the facilities in relation to
' employer and student need. . , ]
(c) The availability of instructional resources.

The District's success in curriculum development in

cooperation with employee and employer representatives

in,the“occupational area.
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. o

A ]

& (3) . 'The acceptability to the District of the resources,
* (budget) demands for the program.
(4) The establishment of a high- enough priority for the program

.u\, : ) "', " yso that it can. quali,fy £6r r'unding and implementation.
\ - (5) A heavy weight assigned.to'the makximum number of job |
\\\‘ L P opportunities for prog?am.graduates. |
'\\\ ' (6) A heavy‘Weight assigned to low and moderate budget
[ I \ ” requirements for programs. ° . S | @f
\ S \‘\ d. Negative criteria for the disestablishment of programs will "
nthm §\\ - N
* T () Programs with poor job. opport\nities for graduates
® B - .. (2) Expensive programs that drain funds away from and reduce.

R development of other programs. ?
OBJECTIVE. TREATMENT - PHASE ) '

® . 14, OBJECTIVE . . .~ ﬁ
‘Use methods that will enable vocatipx.\l education administrators
N . to respond rapidly to community needSv in starting occupational
‘ o prégrams. . - - - ( a
A AN . - Y - -
® ‘*; - ) . ’ .
'A\( ~ ¥

\PERFORMANCE INDICATOR - Compare the time it takes to start oc-

cupational ‘programs after neea assessment with the time criteria e

LU established by vocational education administrators and their

o - resource specialists. i B
' B . T -oo® C ‘ .. v
OBJECTIVE TREATMENT - PHASE I ’ .

-

15. OBJECTIVE’

Schedule adequate\planning time for each new course before it is
' 7

implemented.

’ T

course with' scheduled planming time. The determined variance

-‘between actual and schedulej planning time will become the criteria A

for achieving the objective.\\

Q ' N

PERFORMANCE INDICATOR - Compare actual planning time ‘to implement a -
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17.

o . - . o

° . ) , .

it

n = .
.

Vocational’administrators 2nd their resource grfoups will
'determine the criteria (degree) which is the spread between

scheduled and actual planning time. ., *
. 1 *

-
(]

-oQJECTIQE TREATMENT - PHASE I, . R S
\OBJECTIVE o ) : - .o -
Develop and implemént open entry-open exit procedures for .
. some courses in ways that meet student and employer needs. ) - ‘
.. ,;y
PERFORMANCE INDICATOR - Criteria which will determine the character-‘
istics of open’ entry-open exit courses will be established by student

personnel. and instructional adiainistrators. When courses organized
to meet these criteria are implemented, they can be compared
';6 the cfiteria. The indicator of achieving‘the ohjective is the
degree to which the course conforms to the criteria. The adnin-
istrative specialists will set the standards of the degree of
‘acoeptability.

* OBJECTIVE TREATMENT - PHASE I

OBJECTIVE

_Increase sharply the~number;of job upgrading and_retraining programs.

_which update the knowledgés and skills of ‘community members now

"in the work force.

*

PERFORMANCE INDICATOR‘- Criteria which specify satisfactory ‘variety,
number and kinds of retraining programs will be developed by
vocational education administrators (Vocational Education and
Manpower Development Division) and their resource groups.

The performance indicator is the variance between the actual joh‘
upgrading programs implemented and the criteria worked out for

"satisfactory" job upgrading programs.

101 L ‘
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v N - . , L ]
- . ) ’ . . s
. ? . -
N v . o i : \
The criteria determining group will assign values of ’ S
' acceptability (achieving the objective) to the different degrees. °
of variance. ) : N < T
S ) ' o ' ) T~
.18.° OBJECTIVE o : _ v ,

Use a plan for collec;ing information from selected sources for the

review, modification, and cueation of occupational programs. .
. 3 .

- -~ L)

_i,PERFORMANCEeINDICATOR A plan will be developed by vocational ° .

" education administrators and theilr resource groups for identifying gu :

- information sources and collecting specific kinds of information.
]

v

-

- The porformance indicator is how accurately the staff follows the
— = plan<ln the review, modiYication ana creation of occupational programs. The
‘vocational education administrators will assign values of accept-

ability to the-various degrees ofaaccuracy with which the plan is

. followed. . ‘ . .
SUGGESTION- - ‘ . S ‘
" Sources used in the plan for- the collection of information will
include.

an Advisory committees ' .
.b. Students with six months to two years employment in the field.

EYRI

¢

Q-

) "J/ - c. A Budget review committee ' 4 { o
w' *

d. ~ Faculty teaching in the progtam

e. Dean of Occupational (Vpcational) Education~
£. Responsiole District Coordinator

g, Campus vocational- curriculum committee

h. Senior responsible site and District adminwistrators ‘ S

.o, . ’

OBJECTIVE TREATMENT - PuAst"I.

19. ‘OBJECTIVE ' : ..
N Include student input in the planning process of new occupational

[ . . 1

" prograris.

o
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Q - ' L, T

o ow ,APERFORMANCE INDICATOR - A plan to use student input into- the planning

.process of mew programs will be developed by vocational education '

administrators. “, . . L °. L. -
_‘ ‘ " . N . ‘ . - . R
T e - . The' ‘perfoymance indicator is the degree of congruence between the’
' ., plan and the way the responsible new program planner uses student
input. . g e
¢ OBJECTIVE TF:ATMENT - PHASE I L o
. ‘ . o '@ o o7 : ) N -
' 20. OBJECTIVE ¢ i ‘ - -~
. : Use resources for individualized instruct,ion in occupatioqal programs -
o s ‘ whenever the resources are both program._and_cost eéfective, and can - A
merit a high enough priority to ‘be funded
' :‘ . \ . . ‘:0 e
J PERFORMANCE INDICATOR - District and campus vocational education ) .
. administrators and currieulum Specialists will determine resource
use strategy and develop, standards of frequencny use of these
\ ) resources in occupational programs. ‘ '
. ‘ " The performance indicator is the degree to which resources for ’
. ~. . . -~ . 4 -
o individualized _instruction are actually used compared to the
criteria for successful use. ST
. . ‘ ‘ OBJECTIVE TREATMENT - PHA_SE I1
M3 OBJECTIVE ﬁ ‘ .
Assign an advisory commiyee to each occupational program and to -
| o _each regional occupational program. K : (
«t ] . '
. o PERFORMANCE INDICATOR - This objective i1l have been achieved when all
v . occupational programs have advisory committees. ) !
- L r . A S
22, OBJECIIVE . oo : °
) Staff advisory. committées in accordance with a staffing plan.
‘ L] s .
¢« © '

- | , “ 103
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- \;_ & | . | -
Q.. - - ' _ . e T o ' .
: - ' PERFORMANCE INDICATOR - The variance between the staffing plan and S
the act:ual staff composit:ion of an advisory committee will indicate ‘ _
the degree to which this objective has been achieved. ’ . .
© SUGGESTIONS ° . . ‘ « S
_' -a. Advisory committees will include the following staffing ‘ . ]
‘ ° input:s' .
® ’ A o 1. 'Occupat:ional sp%cialist:s, only one represent:ative per ~ C—
co_mpany ~ ) T . . ey T .

- b N -

2., Couns‘e}o.rs

) ' ' . 3. Imnstructors

,." T . 4. Students’ p ‘ o
- b The advisory commit:t:ee will be constituted\as:to best .T
. represent: the t.ot:al community in an occupa\t:&nal area.:
Employers will be represent:ed. @. > °
o . . +'cs One advisory commit:tee may, advise on more t:han oné program. 2
’ d. The chairman of the advisory commit:t:ee will be the District
. . ) coordinat:or of the program. :
} ‘ -
® - 23, OBJECTIVE . _
’ Creat:e emphasis in inst:ruct:ion on st:udent behaviors needed at: the end -
o - of the instruct:ional program..
° _ _|* PERFORMANCE INDICATOR - " Teachers will compare student performance
. at the end of their programs with the instructional outcomes
e gonst:ruct:ed in terms of student behaviors. ' The p‘erformanc‘e
indicator is the variance between the instructional outcomes‘and o
e - . student behaviors. ' o )
¢ i e
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Cl?apter IV . . - %

“au. | OBJECTIVE . ’ .
e - - . Treat occupational program students with language comprehension <

%

deficiencies in ways that permit them to understand the subject

- matter taught in-the program. . - , T 4
) e PERFORMANCE INDICATOR - Desi“gn a plan with one or more options ‘to
achieve the obJective. The successful completion of students whq are
Le
. . selected for entry into the program with language comprehension de= o
ficiencies will be the indicator for/achieving this objective. The
e . - . plan will indicate the value assigned the criteria which is ‘the proportion
of students with language deficiencies completing the program compared
a “to a11 students completing it. . L ’
A Y 1 R . . . “ )
e SUGGESTION- L : AR
. L - 1. ‘rutor students intensivedly when they go through the program.';,
- Keep &lass size small. .t
2. After selection but before regular classes start, require students ‘
® C ‘ to "cnmplete an intensive 1anguage comprehension program designed -
. e - sgpecifically for the program. - i .
{3 - hd
. - | »
UORNE !/ . v . A°
- ! ’ *
4/ c *
. . ’ .
o e SR ‘ °
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SURVIVAL EDUCATION , o ot

.
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Y

1}
[y

Students will be trained to perform'those tasks which are essential to

-

efficiently dealing with the routine tasks in our society._ This competency

frees the individual to focus, on more self fulfilling activities.
‘\ " " .‘ - i A . " ,
¢ ¥ : ’,.
S

:The following statement taken(%rom the, Journal “of Adult and Continuing
Education Today, Vol,. V, No. 7 March 31 1975 presents dramaticalfy -
the deficiencies-of many citizens in performing the routipe tasks of .
living in the United States today.

- -~ .
} -

“
EY

. . . -
1 4 . -
’

‘

It is obvious that todays curriculum suffers from cultural lag. It

3

q
was built to meet the needs of a generation whi h entered a much simpler
society after completing high school and college.

>

.
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ADULT AND CONTINUING EDUCATION .
TODAY Vol. V, No. 7, March 3t; 1975
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A FRIGHTENING LISTOF
WHAT ADULTS DON'T KNOW -
In writing 2 headline for the second instaliment on
the Adult Performance Level Study described in the
last issue, we started to use the word “‘shocking”
: where *frightening” appears in the headline. Rut we
*. decided that adult educators aren’t shocked by these
facts, or even.shocked by the fact that a good many
" edutators and politicians prefer to laok the other way
when evidence of the needs of spending more public
funds for adult learning is presented. Here, for you to

the interim report. .

Selected Survéy Results ~ Anatysis of the survey data has only Just
begun, and.a complete report Is still several months away. However, the
tollowing is a summary of results for a postion of the tems dealing with °
the general knowlédge areas of occupational knowledge and consumer
economics (prggision is 4% at a 95% confidence interval).

17 percent of the 3jmple was not- abie, given a seridts of four
newspaper "help wanted' advertisements, to determine which one was
placed by a private person, rather than :a~corporationsor public
“jeisyitution. This result yields an estimated 20,071,000 adults who are
not abte to perform this task. .

- Given monthly earnings statement containing the gross slary,
deductions by type, and net salary, only 74 percent of the samplg was .
able to determine the total amount of deductions. Further, 33% of the *
sample, or a projected 38,960,000.person’s are not able to interpret the *
. earnings statement well enough to locate the deduction for sociak

sceurity. S >
* Thirty-six percent of the sample, given a W-4 torm and information
concerning the number of dependents, were unible to r=ad, wrils, or,
cognpul‘r‘well snough to enter the correct number of exemptions inthe |
Wapptopriate block of the form, )
% Only 56 percentof the sample, ‘when given a series of newspaper
“help wanted” -advertisements, were able to corregtly match personal
qualifications todob requirements. Thess results produce in estimated
$2.mitlion adults who are not able to perform ghe task as required by
the suivey. : .
- When given an incomplete business letter, only onefifth of the
sample was—able.to complete the "return address™ section without
making 4n crror in foii, content, spelling, or punctuation.
~ Twentytwo pefcent of the sample was unable to address an envelope
I well cnough to.insure it would *reach the. desired destination, and
twenty-four percent was unabic to place a return addrgss on the same
snvelepe whichiwould insure that it would be returned to the sender if
- - delivery. were not possi@le. These results indicate that an estimated
26-25 million adults-aren't-able to_address an envilope well enough to
insure the Jetter witl not cnéauntérdifficultiesin the-postalsystem,

noticc well endugh o identify a.verbal statement which defined its
medning. '

could ot distinguish ‘the terms "*gross” and *“net™ correctly when given
- 4 simple situation izvolving total pay and pay aftee deductions.

. ..
. -v‘mmn' ’--‘s;:ma‘_v\l:_":)--.
Ctietve IO
Te s
ol
-
N .

-t

" autogobile, given odometer readings and fuel consumption, ¢ .

read and.weep, is the second and final instaliment of

— Abaut-one-fifth of the sample could not read mﬂm\ityﬁ%-:.______m
- About on€fourth ol.lhc sambtc, or a'molecled 26 million ;dul'u.‘ )
29 yor <0 ' ! A\
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—~ Almost one-fifth of the sample, or a projected’22% miti ults,
wereh't ablé to yead and Interpret a tabulae payment scheduldwell
enough to determing the monthly payment for a given amount of
Indabtedness. ‘ ' . .

~— Asurprising 73% of the sample, or. a projected 86 million adults,
weren't able to accurataly calculate the gasoline consumption rats of an

~ Less than 40% of the ssmple when given a-catalogus advertisement
series of "'for sale™ ads which contained a notice for the same appliance, *
was able to correctly calculate the difference In price between a new
and used appllance, = - R &
= More thih three-fourths of the sample was urable.to read, writs, ané
compute well enough to corractly enter one total cash prics for a malt. .
:rdu, given an advertissment with price information and a mall order,
orm. : - .

~ Twenty-nine percent of the sample, or 3 frojected 34.2 mitlion.
adults, were Unable to order a meal for two persons not exceeding a set

amount, given afrestavrant menu, " " ]
Slightly mors ‘than one-fifth of the. sample, or a projscted 25.9

mitlion adults, were unable to weite a check on an account with out

making an error 50 serious that-the check would net bs processed by,

the bank, or would be processed incorrectly. . )

"= Only two-thitds of the sample was abls, given thres boxes of cersal

displaying the name, net welght, and total price of the contents, to

determing the brand which had the lowest unit cest.
o

-~ Over parcent of the sample, o a projected 48.4 million adults,
was unabls to determine the correct ameunt of changs on a purchase,
given a cash register seceipt and the denomination of the il used to
pay for the purchass. .
Future Researcly . < .
These results, with the results from dozens of other tasks not reported
" here, would suggest that far more adults are *llliterate,” in the sense of
belng able to apply skills to problem areas which are derived frem
pragmatic adult requiremants, than one mightaxpett. As was noted
sarlier, a sacond national adult survey of psrformance on tasks keyed to
?n ather thras APL general knowledgs areas will begin shortly. When
his phase is completed, the set of objsctives, “test items,” and national
estimates of agult performance related, to thess objectives should bea
valuable resource for Rlanning, developing, ot evaluating educational
programs on a variety of fevels, ) .
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criteria of acceptability (proportihp of all students who can

[

O

OBJECTIVE . - . \

Students will be trained to perform survival tasks in our society
as a requirement for completing programs. . A

0 ) 4

PERFORMANCE fNDICAlOR - A survival instruction planningpgroup com~-

prised of instructional and student services administrators, faculty,
students, and community members wiil determine student survival .
behaviors.’ They will determine the level of performance students ‘
must show in their® behaviors to meet the requireménts for completing
programs. . They will determine the proportion of all students who
can pass the survival performance tests if the District is to -
satisfactorily, meet this objective. A curriculum developnment ~
team assigned by the Chancellor will prepare a plan of study which

students can follow to learn acceptable™ levels of performance:.

[ * n

‘ c -, / o e
he performance cator is the dégree of variance between the :
pass the survival performance tests) and the actual proportion of |
students who pass. the performance‘tests.
SUGGESTION
The following tasks will be included in the survival training
curriculum, as performance objectives. . N »

a. Writing checks v

s

b. Personal bookkecping ' : o < nos
c. Consuger beware principles ‘ )
d. Basic business law QM_ o , .. )

e. Functions of city, locall, state agencies of government.

)
How to participate. ¢
L]

. £, Voting process ' ® ) o . A

g. + Economic caus® and effect of the prngte<enterprise concept - P

a day's work for a day's pay. w .

a

- h. Working of our economic system including the profit system.

-
-

O . . o

-t
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- =~ the-worlds—

o

Q
Dynamn.s of political policy making in the United States

+and ather members of the communit:y of nations in

. < M
-

- - - R

-.Real estate ptocesses related to owning property.

< .
° . . ) . a
- . )
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T SUGGESTION N » e e e Lt

. .The organizational system of the San Diego Community Colleges will « operate

Chapter IV °

S

. . GoALIII ..
‘ . > . cOST EFFECTIVENESS : . o )

‘GOAL - - T

PR -

in ways which maximize occupational education "'program and cost effectiveness."
1. ~ Analyze each occupational program for program and cost effectiveness.

DERFORMANGE. INDICATOR ~ Determine criteria for program and cost effective-

ness of occupational programs. Compare the actual methods used in
= the work of staff with the program and cost effectiveness criteria._

The degree of congruence is a performance indicator..

- N -

b - . N . Y

“Possible criteria will include. -

'+ Stage’ I - Preliminary Data |

\/

utility and quality of the advisory committee input.

a.
: b:\ the facilities needed to operate the program. ) ® .
‘e, the manpower costs needed to operate‘both the instructional and
support parts of the program including custodial, clerical business,
& technical, managerial, and teaching assistants. R
d. faéilities needed to operate ‘the prégramt
e. materials needed“to operate the program including'capitalzputlay :
" and instructional supply monies. = : . ’<
™ £, cost Qf (1) starting up the occupational program, and (2) L
maintaining the program. ) ¢ : .'
- 2. anticipated income generated by the p;ogram (e 8. state aid)
Stage II . R @ ' ,: .
. a. determine program benefits - the values and objectives ‘the program
“ meets. How valuable is the program compared to other programs. x
b. determine program effectiveness - the qdality of,ihstxhction of o ‘
the program compared to other programs.
c. determine the priority of the program compared -to other programs . i

1

N . . . N .
. - « . 1 1 . . . -
- 110 . . S
N . .
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. . ‘ ot ¢ .
7 . ,
c. (continued ) . . ' . -:
® . . by a weighting system which assigns a total weight to each program
e wvth_at can be compared with the weights of other programs. The
v . N ' greate?the weight the higher the "p"riority*of-the~occupational
' ' ‘ ‘program for remaining in operation. This weighting approach will .
e :_ﬂ ®_ not!work for the pumbér of sections of a class. _Factors. in the ’
® ' - ‘veighting process include: - e . - R

program benefits .

v . 'program costs . - g
' - . - . -
® : . program effectiveness :
B . . . < o - : >
} the Yelativé supply of money 'to all programs. , : sy
N & . . :
> /. . N i ~’_‘. .
o SUGGESTION ‘ S -
e : A task group shoulgd be: assigned under the leadership of the Director
,' ! © - of Management Services to make operational a program and cost

>

-

effectiveness methodology for instructional programs in- the district.
-~
. » -

Y

® .-  OBJECTIVE TREATMENT - PHASE IT .
. ) ] " , - - "& ' ' .
) 2. Develop and implement. S’trategies fof increasing the funding of programs '
i . through grants, governmental aid programs, and increased enrollment.‘
PERFORMANCE INDICATOR'- A study -group. under the leadership of the ¢
Director of Management Servi‘ces or his delegate will develop funding

strategies and oriteria for effectively using the strategy. The C

® ) indicator of performance is the ‘variance found in comparing the work .
of funding staf{s with criteria for’ eff'ective ‘funding. . Ch
-“ _ .. . . )
o ¥ ) R .
" OBJECTIVE TREATMENT —~ PHASE II : ~ )
‘ ¢ . ) ) . .‘ . \a
3. Develop résdurce reallocation strategies when educational programs
N f>are closed out. < - ' . v
" Q - . PERFORMANCE INDICATOR - The eriteria of reallocation strategies will be A

- +

. . X, ) L. 111 . -(-:..' N ' . . . .

IR 4 ”:‘-"'r
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compared with the actual reallocation of résources from closed programs.

sucéasnou /' .
Insight gained from developing reallocatioT strategies can be applied

to cost decisions in starting new programs e. g. léase vs. purchase

"~ of equipnmnt, ete. T Y
- ° t

OBJECTIVE.TREATMENT ~ PHASE T

LA

~

4, Develop a budget strategy for providing transportation to, economieally

disadvantaged students to get from home to the site of their occupational

program. ’ ’ - © -
. M e

PERFORMANCE INDICAIOR ~ The strategy developed will be validated by

a consultant and administrators delegated by the Director of Management

Services.

5. OBJECTIVE o
_Plan and form a.Budget Review Committee that will review strategies .

_of budget througnout the'districtv . - -
'PERFORMANCE INDICATOR ~ The Director of Management Services will plan
and establish criteria for the operation of the Budget Review Committee.

The degree to which the actual work of thé committee conforms to the

- : scriteria of operation will be an indicator of their performance.
(R\ N

o -

)

SUGGESTION
a. the committee will review strategies for implementing new
_organizational units. d
b. the committee will review the.strategies of allcbudgets.
c. the committeé will review the use of program and cogt effectiveness
methodologies used in the district.
d. the committeeﬂWill'recomménd‘thé allocation of resources to the

A
>

'
A

112 - s

v

R e e e e

“»




; . < - * -
v

® Chapter IV.- ‘ . L ‘ .99 = - 9.
Q.. )
. d ( continued ) . X
Q. : Chancellor via the Director of Management: Services. ' : 'Q
et 94 . . :
; e. the committee membership will includé administrators faculty,
TN . ) .staff, and students involved\in operations witlxin_ «tl_ie_District. e
S SR .11 Director of Management Services will form the membership
® ‘ of the committee. - . ,
_ . ’ g. . the \‘.committee' will insure that student member(s) will be.compensated
. . ~ for *t;heir work' on the- committee: ) " , R
- S . < ’ “‘ , ' 4 ’
o _ OBJECTIVE TREATMENT - PHASE T
. 6. OBJECTIVE ) _ :
~ 1 Create. a mid-management level to assist Deans’of instructiondl programs.
o " The new position will have aut:hority .to allocate resources for specific .
C programs in their area. o : ; .
¥ PERFORMANCE INDICATOR ~ The Chancellor and his delegates will develop
@ *  criteria for the delegation and use of this authority. The indicator .
. of perfomance is the degree to which thé mid managers who allocate ‘
resources meet the‘critéria. oL ’ ‘ :
] N ' - . - B _ & ' o ) N
@ OBJECTLVE TREATMENT - PHASE I AR oy
K _ e ;"-a S
< e , M
\‘ = BN 4
‘. ' v .
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,. GOAL
k support services. for students and prospective students in ways which help

chem“nmtesappxopriate~educationa1 and

o - ;
. The Student services include:
. All phases of registratiom ) I \

~
- REGISTRA' ‘TION L , e

GOAL IV : o
_“STUDENT SERVICES : '

a . ’ ‘. 4
) %

Lo
The San Diego Community College District will provide educational

[N -

-
i

-retraining choices in order” to meet

their own particular needs.

Counseling . I \

Career. Center operations . \ 2
Sharing guidance with faculty . ‘
festing for self knowledge

2

Work Experience- i . : o —
Placement w7 B A \\
Financial Aids ‘ - “ I ‘

Vetérans Alds - . - .y o

PO .
¢ \ RO

P I A
’y‘a;;.u-%
2

OBJECTIVE e R
Develop and implement a registration system which provides the

maximum available guidance services to students including pre—

enrollment cbunseling and guidance SO, students have the best chance

to’ select appropriate courses and majors. ¢

[y

PERFORMANCE INDICATOR The indicator is the degree of variance betweén

the criteria of operation for the system and - the actual operation of

the seryice. . i ’ _ N .
OBJECTIVE TREATMENT. PHASE II

OBJECTIVE o o p
Develop and implement a needs identification,procedure for studénts :

-

when they start the admissions process.

=
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PERFORMANCE . INDLCATOR - Deve10p crit:eria for implementation and operat:ion ‘

»" : . . of a needs identification procedure ‘for students. When the procedures

are implemented. accoraing to criteria. -and the operation of the

procedure c0nforms with the criteria this object:ive will be met.

The indicat:or is the degree of variance between the work-and t:he _

® criteria. . o - o
' -OBJECTIVE TREATMENT - PHASE I "’ '

> ~ . N

3.  OBJECTIVE

e -

o’ . . Establish a system where st:udent:s will be able to enter most, classes
they need to complete their majors ' '

«

[N <

- - PERFORMANCE INDICATOR - The indicator s t:he degree of variance 4between

L N the crit:er.ia “of operation for the’ syst:em and the actual operat:ion of
@

the service s ' : ' oo *

W P -

"
[ A . N & -

-
-

An estimated performance indicator is that 90% of the st;’udex;t:siwili“

.-= _ ' be able t:o enter the .classes ‘t:hey need. . . .o
' ' OBJECTIVE TREATMENT ~ PHASE I1 ‘ ' .
. B e <
h 4. . OBJECTIVE - 4 A

. Establish a system where st:udent:s will be able to complet:e a specific
l ‘program in the time allotted in the catalog. '

1

< : N

PFRFORMANCE INDICATOR - The-indicgtor is the degree of variince bet:weén

o . . . the crit:eria of operat:ion for t:he system and the actual operat:ion
.. . *

of the service
. OBJECTIVE .TREATMENT = PHASE II .

- ) N A

® 5. OBJECTIVE : , I ’ =
Establish 'a two semester (~-ademic year) class schedule.

[N

. PERFORMANCE INDICATOR - This objective will be achieved when a two

@ N \ ' . ° ° . ¢ ' . . ‘ e
‘EMC . ' semester class schedule has been established.

L 115 .' R
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o - . o
) N .
. OBJECTIVE TREATMENT = PHASE I "
° S .
' 6. OBJECTIVE ) ‘ .
\\\<\ i Establish a’ system where. students will not be delayed by class conflicts
o . B " or lack of_classes except 'in unusual circumstances. ’
® . o ' o . : ..
PERFORMANCE INDICATOR - This indicator is the degree of variance
S . between the criteria of operation for the system and the actual . :
. e e operation of the service. . ] ; £,
. s o ‘
SUGGESTIDN ’
‘ The class schedule\ylll be completed three months before the Fall -
. ' semester begins. N\\f\\\w o >*': o z
. OBJECTIVE TREATMENT ~ PHASE II T
, ' - . ' T 7'\“\»\ o K3
7. OBJECTLVE . . e ’ ST
q.:‘ C ) < . B : ] : T,
Provide ‘the student with a structured opportunity t? learn before
enrollmerit how to use all student services available to him. Such as® hﬁ
counseling, career centeYr guidance, financial aids,’ veterans -
i' . _ .services, student affairs services, work experience, placement, ‘ ] a
3 ‘. ) .o tutorlng and Learning center services.. . N
- ’ PERFOﬁMQNCE'lNDICATOR - This indicator is the degree of variance between
() - " the actual operation ofb this sérvice and the criteria for the operation ;
; » " 7of the structured learning'opportgnities. 5/ -’ (
. ’:- . : ° | C. , .o
SUGGESTION W ! ST o7
0. - a. Use tape and automatic slide presentations for the structured )
‘ A learning opportunities. - co : oo e

b. Use simple instructional programming techniques. (ewg. 1inear
programs) : . - R

Y

OBJECTIVE TREATMENT = PHASE II . 116 T
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8. OBJECTIVE -
‘.. . Develop and implement a system which will simplify registration °for
- . the student and make it easy.
_ PERFORMANCE INDICATOR - The Director of Instructional and Student-
L ) Services and his delegates and the chief site administratorg and their

delegates will plan and implement the system. The indicator is

o

the degree of variance~ between the criteria of operation for the - -

system and the actual operation of the Service.

. . . .
. . - - . ° ~

. SUGGESTION S~ 7T B '
N a. Devel_op and install on campuses computerized systems of student - )
’ " registrations, enrollment, student data instructional data, . 7‘3?-’;
’ . B " ., and follow-up, studies. Show closed - classes, prerequisite for Co
) ' classes, etc. ) - ) SSC R
b. Pre-reg*ster by mail to the extent“possible. SR
v S e Or‘ient students to the physical layout of the campus. i N ‘.
‘ ";’ ;:- ' ‘ - d. Use “tape and atftomatic slide presentations for‘-‘“ : ; o A ”
N .+ L. Registration, ’ . o : - a_ =T
\‘\\\', * ‘ 2: Introduction to career counseling. ' Show both positive and o
N negative aspects of occupations.. Show job environments as .
.;\ v .A ' AR well as ‘job ~requirementbs.. . S, - . o
. AN ; o ‘ L L
e OBJECTTVE. TREATMENT - PHASE 11 _' . A
® - o ommcmWE \ s ‘ S : <
.. , Develop and yexpan open-end enrollment procedures for class offerings.
* ‘ : - + - -
' PERFORMANCE INDICATORS - The indicator is the degree of variance between
{' . ) " the criteria of opera}:ion for\the procedures and the actual operation
Lo ’ of the service. . . .

v “ ‘\. . N \
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‘ Chapter Iv. ‘ ‘ ) T - ‘
T ! : . &
p. . .
SUGGESTION - . ' . S L
@ ) . g‘is procedure will promote the (l) accessibility of courses to students, .
d '(2) recruitment of students. R
o OBJECTIVE TREATMENT : T AR AN
- 10. OBJECTIVE . o . B 4
Develop and. implement: a process which will help people in the - °
‘ community crystalize their -decisions on how best to take advantage ,
‘ “ ‘ of the opportuhities available to them 'at the Community Colleges. T
) . ‘ v . ! N - 4 .
EERFORM;XNQE _INI?ICA'I:‘O_R - 'fhe indicator is the degree of variance ‘between
) . o the reriteria for the procéss which will help people crystalize their . >
o o -~ detisions and the adtual operation-'of the service. '
SUGGESTION ™ h ., L
" 4 The District staff .can indicate the probabi]ities of job placement
e . : in the various ‘occupationdl programs after completion. Ttre‘District
:_~ . " can aJ.so develop a’ variety of audio visual, programs.
OBJECTIVE TREATMENT - PHASE I _ - N '
- - ‘ /. n A . » B .
® ~ 11, ; OBJECTIVE i .
; ) Plan ancl implement a "team counseling approach between the faculty e
. of occupational programs and the career center - counseling center. !
R “ “"‘staff.>: s “,-. g L . s; . R
. ' . PERFORMANCE INDICATOR - The inclicator is the degree of variance s
" between the criteria for the team counseling approach and the actual
.operationsof the service. o e ’ SR
® ‘ C - R S
: SUGGESTION o ' : i — _?‘5,0
This unified service has the potential to. help the student on a contin-
\ ) l . uing basis. “ . .o ’ v R -
‘EI{IIC‘ e OBJECTIVE TREATMENT - PHASE T - O

P . ~ ’
* > v -

118 = : A]
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Chapter IV ‘ ' '

¢ . “
. ~+ 12. OBJECTIVE ] .
o Devel)op a procedure for granting credit at the -collegea in océupational
‘ ~ . progiams for similar work completed successfully at‘the various
! ' ’ educational levels including Adult Centers, the Skill Center and
S \four year colleges. . : ' .
' : PERFORMANCE INDICATOR - The indicator is the accuracy with which
"evaluators" conform to the criteria for granting credit.
. i - ’
o - OBJECTIVE TREATMENT - PHASE I - '
¢ ' 13.. OBJECTIVE - . o L e
R DeVelop’the procedures ror and establish an eévisory committee on student '
L o - . " gervices. . ’ T \ ’ i .
- PERFORMANCE INDICATOR - 'n}e: indicator is -the degree of variance -
~ between the criteria established in the plan for, the implementation
o ' and- operation of the Student ‘Services Advisory Committee and the
actual operation of the-Advisory Committee.
) . OBJECTIVE TREATMENT - PHASE I T .
CAREER CENTER : “ . '.(/ . *
-~ T4, OBECIVE © - . .- '
i . " Develop a plan.for the operation of and implement of comprehensive
® ¥ - career centers for City, Mesa, and Evening Colleges and for the
5kills Center and clusters of College Adult Centers on the basis of )
+~ resource priority. . . : )
’ - <o "’ S PR e .
o \ ~ PERFORMANCE INDICATOR - The indicator is the degree of variance between-
the criteria establislied for the plan of operation ‘and implementation,
. . and actual implementation and operation of the comprehensive caréer
s centers.

%

19 . . -




Chapter 1V *

¢

1.

SUGGESTION . - . _ _ o
a. Include in.a career center the folloﬁing services for_studepts: "

.Establish an advisory comnittee for 51i District Career

.
e i P

Job seeking placemené and placement counseling. Job
market information. . .o .
Work. experience enrollment and counseling. Wherever.

possible, students should have opportunities to visit and/or .

-~

have work experience within the career area of their choice. -

Center OperatiOns.
Occupational_exploration counseling.
(a) Occupational information - include cue card decks of

occupations organized into career clusters.

(b) Principles of ‘career exploration - explore in.career

* 7 clusters. ) Yo e
(c) Occupational analysis techniques.

Self appraisal counseling.
(a) Tescing for dcademic and occupational perfoqpance.

(b) Administration of career related interest .and value

l..._ - ——

invéntories. - , e LT .
(c) Teach the applications of career choices and, ‘strategies.

(d) Educatlonal planning counseling related to: career objectives.

_{e)_TFinancial aids assistance to. sgudents. .

.,v—«._.-m et e « -
et -

(£) Enrollment in mini—courses. . E —

1.. Develop mini-courses with open entry and’ exit for
vhich students can obtain credit. s,
2. Mini-course topifs “could include. | ‘ e
"a.world of work and classification of occupations.
b. self appraisal. T ' )
c.occugational exploration and analysis. »
d.career choice principles ‘and strategies..
e.career related educaticnal program.planning.

' f.job seeking -and interview principles and skills.
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' Chapter IV ' ° .

B '.‘ , . . &

6.... Organize occupational information into: :
L U L () Job markets and industrial eénterprise infornation.

N ' . (b)- Occupational patterns-Iocal;ggxgionabnationa1.

{c) Future manpower trends , )
) \ (d) Occupa‘tional Briefs, books, pamphlets, tapes, and
L . : - . . audio-visual presentations. >
- . . © - (e) Educational institution information for transfer purposes.
@ . b, Establish as:a part of the Car\eer Center services the following
e organizational_units: . ' *
’ - | 1. lilacemént“Servicg ) k-
N . . \
s . 2. Financial aids service . ° . .
S . 3. Career counseling and exploration’
® - . A ” Work experience. s R . Lo :
‘ ) 5. Educational planning : - B e
. . 6. Counseling liason with occupational faculty ' '
® e . OBJECTIVE TREATMENT - PHASE L. - L SN
‘ G v ) . R T
CUPLACEMNT .. Tt - |
) SUB_GOAL . oo ¥ o ‘ g
¢ . Provide the student with job placement sétvieces which are ‘consistent
~leith the career choice strategy of the person whenever possible. )
e T m__,_: ‘ . . A - \ ‘ . -
. —— A P v -
15. : OBJECTIVE ' ° , g .
.. ‘ . Provide placement services for every studént who desires placeuent
a . C after completing an occupational program,
\. . a ._ ) . ” . ‘
K ' , . PERFORMANCE INDICATOR - The proporticn of the students who are

® P appropriately placeéd compared to the total requestihg-placement is .-
‘ ] the major criterion for this objective. The Director. of Instr’uct'ional
‘ ~and: Student Services or his delegates will determine the Specific )

' ’proportion which meets this objective. e l

| o - . A . Iy . ’ )
‘ ) * OBJECTIVE TREATMENT. - PHASE I . 121 . ' |

~ . - . . - ’
. S




Provide coordination of\information. and activity between faculty,

prospective employers, responsible administrators and career

counselors for the’ benefi}t of students.

v .
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. s
\'. 16. OBJECTIVE PR ‘ e
o

-

OBJECTIVE TREATMENT - PHASE I

.

A

-9

)

‘ . -
" PERFORMANCE INDICATOR - The degree of variance between the criteria
. . esta,blished for the p‘lan of operation and the actual operation of this
(coordination service. ,;."-.. . [z, : N
~ OBJECTLVE TREATMENT - PHASE I " *
. o N . ‘ ."\ I "_ ",
B Y OBJECTIVE AR R 3
. S . ‘ Placement officers will cooxdinate. wi&h faculty and counselors to _”
L insure that each client is op,timally prepared fox job° seej:ing and ° L.
job keeping skills and kndledges. N
L. e PR SR U i
9 ) : PERFORMANCE INDICATOR - The degree of variance between _the criteria "
) . ' which define "optimally prepared“ and the actual\preparation- of students
' . A a ,_‘,‘ » ~for job seeking and hold:':ng g rhe. indicatorc of performance. VLI )
o . - ‘OBJECT]“:VE' TREATUENT ~ PHASE I- - S L ( B
(I < . - . ) < ' .' . ) ‘ .
18, onmcnva . Jo " . ' S~ . . e o .
;t: - 07 Identify .and develdp ag many placement Opportunities as possible ) ]
o -~ . ~in the communi.ty- 2 . - . ,gn".: : “.‘ Sk ..
! R . - [ o LN ~
. . : . SIS N
A8 . PERFORMANCE INDICATOR - Criteria created from a plan to &evelg/ o
T, placement opportunities will be compared with th; performnce of the S
ﬂ. . . " placement officers. The variance between the two will ‘be the indicator -
. . of performanee. ’ vl “i
* ‘ . N
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20..

a -’;
" = ¥ ° = { ¢ .
‘ - A - ~ .-
" OBJECTIVE L T : - L
Insure the placement: officers make ava:llable to students the ‘
probabil:lties of job placement: in ‘the various majors before students
«énroll in the major, or program . ' . ' y
PERFORMANCE INDICATOR - The var,iance between the criteria esxablished
-'for this service and the actual operation is. t:he indicator of performance.
SUGGESTION . © .~ . ek
'I'he placement: 6fficer or his/her staff will ‘become | resource counselors.
during ‘the admissions -or pre-entry counsgling phase of the ,registration "t
‘ process. - 5;A~ - . A © T e
\on.mc*rivz" TREATMENT - BHASE I . . A
? - g‘,. 4..‘:": . : “'.'u . . . 7 . ‘ .!.‘. R . ,‘ . * . ’ "y
. “Itie "occupational role concept" will be one of . the un:lt:s of communicat:ion .
when describing jobs or occupations. A "‘ o
PERFORMANCE INDICATOR - The variance between the cri:teria established
for describing t:he occupat:ional role concept and us:lng it as a unit 2
.of conununication and- the actual opera‘t:lon is the lndicator of
‘nperformance. ' ) t ‘ .
OBIFCTIVE TAEATMENT - PHASE.T . .
osmcnvz ) . %

. Ty
.~ Chapter 1V

¢

valuate the effectiyeness of the placement function.

- %

PERFORMANCE "INDICATOR = gl'he cr:lterfa est:ablished for ‘evaluating ‘the
function and the operat:ion of actually evaluating the function is

 the indicator of performance.” : ‘ o - °




.»:;n‘ ":
=
—
o

b .

"f‘ : o The following operations will be included in the evaluation plan. o '
' a. self reports of students. after they complete the placement process.
o } - b. follow up. studies on students placed through placement office.
' ) e reports from employers on the -éffectiveness of the placement
e ‘ function. ) <0 . o e -
it o d. faculty reports _l a

e. career center staff reports . o

f. management consultant reports on the effectiveness of the service.

o T .
& / . . Ll 1 ‘ .
) OBJECTIVE TREATMENT - PHASE, I . , ~
22. OBJECTIVE ’
¢ ' - The placement officer will évaluate the use of placement information
-
. in student services and the instructional(‘ areas., . v
. ' ‘ . q |
: PERFORMANCE? INDICATOR ~ The degree of variance between the criteria
' - .established for the use of placement informétion and its actual use
‘ by student and instructional services is the indicator of performance
o " for this objective. ’
o » N OBJECTIVE 'TREATMENT  PHASE-T -
. ‘ .
0. - x
l . & T . » :
' <
® : '
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‘a far more intensive effort of estimating the future accurately will have. -

before in history. fhis will have an incredsing impact on the operation

.Team could operate in the District Office of Planning and Evaluation Services

‘with close communication tiés to the office of Manpower Training and

" Thé suggestion for locating the Team in the Planning Office is to prevent

. planning. Information from a variety of operating or line locations can

and show the Futuristics “Team how to better serve their various customers.

GOAL V

‘ . . FUTURISTICS - .
y ¥ - * . [ {. ‘

1f the San Diego Community Colleges are to meet the needs of the community,
to be -made. Cultural change is occurring at a more rapid rate than ever

of the community*colleges.“ Even now, we are required to submit educational.
program plang for every building proposed to the Office of the Chancellor
of the California Community Colleges, and it"takes five years 1ead time to

gain approval of_proposed buildings. Right«ndw we have a requirement to

-t
-

know and plan for what is five years ahead. | t L .
. . i ‘ _— -

The organization of a Futuristics Team for servicing a wide varietvkof

Community College units is needed now. It is suggested that the Futuxistics

Vocational Education, and other: instructional gervices. The Coordinators located

in the Vocational Education Office presentty\g, erate a considerable body of
futures information. ' y ’
proprietary use of the information. Carefully. evaluated futures -information -
should be transmitted and received over a carefully worked out communications

network to stations throughout the district offices and the campuses.

Futures information is crucial to top management decision making, to

planning, to curriculum dévelopment, and to campus managers for their own

feed important infdrmation into the network which can help evaluate futures

Dr. ‘Thomas Acheson, Department of Management,ASchool of Business, San
Diego State University who .is a member of Task.Forge 1I, has made significant
comments which should be considered inh the establishment of a Futuristics

~

Team. ‘ . t

125 ° | .




. <« Chapter. IV ’ N ’ e ~ T
. . Wi ¢
1 ) . S . ’ ' .

1. The major problem of any .sophisticated‘ futuristics model is
f "Where do we get the information: to put into the model?" )

A mistake. or danger related to the outcomes of futures nodeling

;. . is that people believe the model and tend to forget the kinds of
data that are put into the model. - o ¥, . -
' 2. ‘The purpose in any futures prediction model -is to obtain .. !

® ¥

convergence or agreement of a wide variety of data. This ‘

increases the reliability of future predictions. ‘Disagreement

or divergence of information should cause reassessment of the ;
C data. . . . : . "

‘The modeling process is tb work back from today to yesterday.

»
N

He suggests that modelérs attempt to work back four years,

then identify those factors or data which predic_t where we are

.,“ . today. Use these factors then to predict into «tl’fe future. N
N The use of moderately reliable future information is to make . |
o ) decisions. A caution is that a great deal of information available . o
L " is too old. o S o , .
. A = i} . D) ) . : -
R Most business oriented inenpoWer planning into the future is three' ~
. to six months from the present. Models should oredict alternate
. . - futures which aré dependent on the major variables that direct
‘ futures. ' . ‘
B 3. Parts of a future model for.the San i)iego"Commity Collegeé should
' . ‘ include the following which _are similar in some cases to the RS &
Futuristics objective #2. L “ .
a. Direct information or demand from employers in business and.
L ‘ industry. )
¢ b. “Géneral economic. -trends. .
. ¢. Growth pattern trends. ‘
‘ d. Demand from students. . - I 3 )
PR e. Migration pattern of our students

ERIC 126 B
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. , . .
P .
" b 3
@ ¢ ; . : . C -
. = .
B . s "

b f. The retirement pzbjectiéhs of the work force in the  respective
occupational areas.

g. TheSOccupétiohal skill and knowledge inventory of military persomnel

® . " in the area who ave near retirement. M . .
_ f: o h. Popular trends in employment. The "in thing" to do.’
i’ - . i. Thelnumbef of people trained compared to 4he job openings in the
- ‘Jf;? rE community influences the‘manpowef suppiy and demand ratio. - -
!.@";v e . ' . Includeq should be the number of students in majors or programs

preparing for available jobs.

R}
A

3. Replacemeﬁt needs 'should be identified as separate from additionaf :

manpower needs.
L b
Dr, Acheson stressed emghaticallz the need for this district, or any distriét, ‘
to prepare as. carefully as the faculty associations and unions for the process ’ a
._ of "collective bargaining. ’ )
‘; . The foliowing objectives are a guide to the establishmen§ of a Futuristics .
s " Team in-the San Diego Community Colleges. _
. ‘ &
R i‘ ”
ﬂ 1y \_" -3
® ;
! ~ * ’
.4 <
L)
* ‘ . N
.0 '

B




Chapter 1v ) T \,” ‘ ' .
GOAL V ~ I .oz

.‘ . . GOAL ) . ‘ ' . : ~ , - : - r o
‘ The San Diego Community Colleges will develop and use a Futuristics team
_to study, predict, and distribute ingormation about alternate futures, ' .

. and to act as a service agent to organizational elements .in the District. .
. ) . * . N ° A% ‘-% - ) - " ' i - ) » ':' -
~ A I - ‘ i N t . ) R ) -~ ‘

1. OBJECTIVE . . ”
'The Chancellor will develop and implement a plan on how_ the District

) ) " may use effectively futures information. _ - S

0. . . ‘ o . . o

. PERFORMANCE JINDICATOR ~ The Chancellor or his delegates will develop

a plan on how the District may use effectively futures information.

_ Completion of this plan indicates achievement of the first part of objective.
® S Implémenting criteria will be developed as an indicator for the "implementing

part. : . - ] i
GGESIIQ§S P .
AL itne plan will ipclude the development of a communications netiwork. ~

The network will incorporate criteria for- collection, monitoring

, disseminating and using futures information. -The network will
emphasize two way communication both intra-campus and inter-campus

.and district. The network will EStablish criteria for message

transmission betueen sender and. receiver and reciprocal transmissions.

I A
* —— . ¢ Ay
‘° . - - -

o b, The network stations will include: . Do
A . ‘L -1, chief site administrators, . 4
2. second level managers of ‘the site, B =
e \ 3. curriculum and instructional planners,

_ 4, student services faculty and staff,

4

‘. 5. budget priority judges,
i 6. second level managers of the distriét, ' .
® . : 7. master planning organization manager, : '

8. placement officers, dareer center coordinators, work experience )

i coordinators. ’ o >
c. All major departments and divisions both district and campus will

~
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2 . c. (continued)
o . . be stations'in the communications network plan.

OBJECTIVE - TREATMENT ~ PHASE I - ) -
. . ‘.‘ ) - / 2

¢ 2.  OBJECTIVE " ‘ R - ‘ ’”‘
S The Futuristics specialist will develop a plan on how to collect
. futures information and evaluate it so that its reliability is
maximized. ’ f 2 ) .

. :
. , N
. * . ¢ . . ]
.

N N

PERFORMANCE INDICATOR - The Futuristics specialist and his,dElegates

2 X , ) .
will develop a plan on how to collect and evaluate futuristics
information.' Completion of this plan indicate$ achievement of the .

R objective. ‘ - Iy
-~ -

~

SUGGESTION

a. The collection of futures information will include the following
A information categories. .
1.»‘Public utilities analys1s -of the futur@. . A
2. County planning departments analysis.
3. 'National level futuristics study or planning groups.

S . 4, Statistical data which shows a variety of past end-present

relationships relating§to economic, manpower, technological
and ‘educational relationships. '

»

Jobs available from want ads.

°®
s
¥
(<5}
P

.National trends relating to econdmic, manpower, technological and -

educational activities,

7. Political trends and legislative changesmwhicn affect manpower . :,_
needs and resourcés in the community. . -

8. Interviegs with planners from'local and national businesses
and industries.. )

9. Interviews with'advisory committees.

10. Identification of sources which staff manpoker needs in San ‘ |

. ‘ . Diego County. 129
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L N .

v | . -
- 11. Community surveys. ' .

® . b.

. . ' and evaluation of data. - ;
e .

Vocational Education Coordinators will participate in _the collection

OBJECTLVE TREATMENT - PHASE I  ~ )

' (4
3, OBJECTIVE ' : . i ‘
Conduct a feasibility study on the location of facilities and resource
PR s .
o0 requirements for the optimum operation of a Futuristics Unit. u,.
® . e e ' '
~ . . R . ) . .
v * ' PERFORMANCE INDICATOR -..-The Chancellor will delegate his representatives
' to conduct this feasibility study. This -objective will be achieved
A when the study is delivered.to the Chancellor. '
L B - ,
OBJECTIVE TREATMENT - PHASE I
This chapter has presented five primary goals, Thirty-five objectives
® . were prepared for the Organization goal} twenty—five for the Instruction
. goal, fdve for Cost Effectiveness, twenty—two for Student Services and
three for Futuristics.
) &
Each objective was designed as a management objective which can change
@ ‘ the output of the organization. It is strongly urged that after agree—
ment has been reached on, what objectives to adopt, a ""change analysis
' " should be applied to each one, Also, each objective should be placed
on a time line for implementation. ' . ' ‘ ’ K
‘ ’ . ' -

B, -
A




T ~CHAPTER V-

WHAT OCCUPATIONAL PROGRAMS GO WHERE?

We. have presented a view of the future in terms of a philosophy, the
locality of San Diego, the manpower picture between l975-&5,,and ‘goals

“and objectives.

4 %
-~ «

. .

-~ . B

Our community is also becoming nore aware of how the instructional sexvices

of our District can help people upgrade themselves in their job or

prepare for better p ; ones. Moré and more residents are also becoming

‘another occupation or cope with unemployment,

. . .
s . . , Y
/ - »

San Dieéo is a "ﬁavy,town," More and. more service_p%pplenare grasping
the opportunity through our expanding programs to prepare for re—entr§
into ‘the civilian world of work or for greater‘responSibility in the Navy.
“In additionito\canpuS"locations? the-picture'of‘uhere we need to go-
should show which programs are,allocated to which sites in the community
<where business and industrial .activities are carried on. .

N .
- . -
-

- ,
The allocation of programs give body and character to the various parts of

the college system. e

<

CAREER CLUSTERS - ) r

Prerequisite to allocating occupational programs is the development of programs

-

fashioned into building blocks. The name given to these building blocks is Career

Clusters. The way these blockd or elements of blocks go together on a campus

becomes in large part the identity of that campus,
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[} * 4 ) M v - )
« = - . .

The definition of Career Cluster in this report is a cluster of occupational
programs with common strands of vocatidnal interests and somewhat similar

re

activities running through all the programs. .

»

\ ~There is the assumption that the task of.identifying occupations which

students‘in each program may enter is relatively straightforward.

-

N X

College planners can assemble courses through career. clusters in which. the
faculty, equipment, facilities, and kinds of -students are somewhat similar.
Planners and managers can often more easily reallocate the resources of time,
.. mohiey, and-" perSonnel in these clusters to accommodate cycles, or directions
of the community's demand for labor, or the students’ demands for educational
services. . , : ' °
Each Career Cluster will haue built into it a career ladder system. This*
ladder ‘'will show students how they can progress from the less complex '
~programs to the more complex ones. To do this, each cluster will stratify

- its programs into levels of complexity. _These levels identify,both the

complexity of instruction and %nfer the complexity of the-job.
, .

«

e

Career Clusters have the advantage of allowing students- to explore in

educational-occupational pathways which are\sbmewhat similar. The Careéer
Cluster organizes occupational exploratidn into‘a more efficient activity .
\for our students. : §\ > “.

<

-
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- This stratification of complexity level permits the District to- group similar
‘levels of complexity of programs at the sane site..
“ ) 4 . . ) *
@ . L o ' 3
Here i$ an example of a Career Ladder within a cluster: i
- Occupational Program ‘ © Site Location rela o leve
o T Automechanics .Skill Center
Coe .- Automotive Technology Community College
: Option 1 .
Industrial Technology . 4 year college after completing )
) . e - prerequisites .
P ' Option 2 S ' ‘
DI .~ Mechanical Engineer . 4 year college after completing °
) X -~ : prerequisites - N
‘Option'3 =
_ Business Management ' 4 year college after completing
. "+ (Car. Business) prerequisites . . ’
. ) * ., . . b . ) .
'These ladders need to be developed within each cluster. There was
insufficient time to complete this task for this report.
e ‘ S =
, The concept of openrentry ~-open exit should be integrated into the career ,
L " cluster concept. For example, a student may take a Skills Center course
_ in Welding, then gq to work for a year. He becomes interested in the field
,"' and wants to advance. He returns to. City College, ‘majors in Welding
. o Technology and earns a A.S. degree. He gets ‘college credit for his work
at the Skill Center. It partially meets his lab or practical.-work in Welding.
® It may be possible for him to take part of a semester at a time in some of
: his work. He has more degrees of freedom as to when he can enter andrwhen he
can leave some courses of study than the traditional structure. This is another

aspect.of“open entry - open exit.
{ . S8 - ‘
Our student then completes hispre-engineering prerequisites at night while
working as a Welding Téchnblogist. Three years later he transfers to a
four ;ear college and majors in umchanical engineering. While attendirig
the university, he works summers as a Welding Technologist to earn money
EMC ~_ for his education. There is almost an infinite variety of patterns a " - 133

»

-
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A ,
* ’ ‘ o
- -

student may follow in meeting hisaedgcational~needs through this approach.- ;
B L ’ .

o
)

The career clusters and occupational programs for each cluster are shown. in

Appendix‘C These were acceptable to the task force on a "first reading 'x\
_ ? basis, They are recommended “in this report as the- SDCC Career Clusters pending‘

a3 routine review and analysis of all work-in the report.

" The proposed Career Clustérs are:
. ~ AGRICULTURE, ENVIRONMENTAL AND ENERGY CONSERVATION
BUSINESS MARKETING AND DISTRIBUTION . \ o
MANAGEMENT AND SUPERVISION o - ) . R
. . " CONSTRUCTION ; .

SENGINEERING RELATED DESIGN AND PRE—PROFESSIONAL' . .
ELECTRONICS AND ELEGTRICAL o
HEALTH SERVICES ' ' ‘ .
MEDIA. CREATIVE ARTS, HUMANITIES ' A ) .
OFFLCE : ‘ N ' -
PUBLIC AND PERSONAL SERVICE ) .

'TRADE AND TECHNICAL )
TRANSPORTATION' SERVICES AND OPERATION . . : '
LEVELS OF. COMPLEXITY S
Task Force members had a vigorgps challenge when they cdame to grips with the
problem f identifying levels of complexity. Thé first effort to stratify

Iproduced the following classifications: ) |

-

programs
Pre-professional. T ‘ -
’ Technical - S . A
Para-professional ) .
Trade . ' .
RS .
Retraining . .

o . Job Upgrading v >

Appgndix(}, page 1 shows this classification system. .
t~ " . ‘. * . . - «
The problem which Task Force members found with this first approach was the

Q Ny

TRIC | - 134,
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ambiguity of terms such as para-professional, technical, and vocational “a

which was inserted ‘and then withdrawn. They meant different levels of

v oL

complexity to different people and none of the major occupational classification .

-
“

systems used then to classdfy one/level of job complexity. - : .

T
-
.
o
<

Suggested site locations for each occupational program are also detailed
in Appendix C along with the rejected "level of complexity" claSsification.
The complexity levels and site locations in the present chart whiclr is

. Appendix C, need to,be rewritten. .

a

? N 1

‘ 3 1 . .o

the Ta k Force. It is recommended £or consideration and displayed here .

. *

e

o~
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, 'BASIC SITE. ALLOCATION GUIDE: . ]
'FOR OCCUPATIONAL PROGRAMS
o AND PROGRAM COMPLEXITY LEVEL . ' .o
- N S CLASSIFICATION ) S
N L . ,‘ . . . ‘ } — - .V e
R . . ' v . ’ . . . ) . ‘\. . . o
OCCUPATIONAL . "SKILL LEVEL ‘ SITE\i\\N\_
. SKILL.'LEVEL -7 . DESCRIPTION: ’ . CLASSIFICATION™ fﬂ
‘ ‘ N ’ o - o * . :\ a5
T . * Basic Skills to meet minimum 1. Skill Centers )
job entry requirements L 2. 'Adult Centers °
. 18 - 20 weeks - . < =+ . 3. Satelliteé Locatioms,’
' e, - . 4in community
!00_ E'C c. i}
1 . .‘Maximum 6f one year” length 1. Adult Center -
- programs with heavy concentrations * 2. E.C.C: °,
on specialized ékills . oY ) -
11 ‘ : _ One and two-yeat programs with fIi:éollege Campuses
. . more complex théoretical and/or ’ s o .
’ manipulative requirenents which - v a
can lead to an Associates Degree - o - !
“or transfer to a-four year college ' s
.Q * "\ .‘.\ . . ) . ] .
e IV Job ‘Upgrading: course‘fimé length . 1. Evening College
S U R varies from weeks to months. Subject 2. Goyernment, +
, matter ra ranges from “simplé—to—complexs business, _and
. Concentration on speciali}ed skills i industrial sites.
and knowledges. '
.o . ’ s
ANCILLARY y ; . . O sImE .
‘CATEGORIES - . _ DESCRIPTION CLASSIFItAIION
4 — e \ . . . N :
1A Enrichment] Living Skills 1. AduLt Centers
| o v : _ .o 2.; Satellite Locations
1B . " Basic Education b ; I, A&u1t~Centers
e v .8kills =  'Career . . 2, Satellite Locations
Diploma - High School ¢ d - o ,
. . Exploratory Oppor(unities » .
1C C L Special Vocational Edpcation Co ln_kduit Centers -
Programs . . € .. 2. Skill Centers _
. w0 8. E.C.Cs . .
e B < 4. Evening College

.
.

Objective #13, Goal II - Instruction, has listed some suggested criteria

-that may be wused in the site selection criteria. o

€ ‘ ' ! s
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AR interview was conducted with.the Presidents' of City, EVéning,'Mesa,'and the ,

Miramdr campuses and the piréctor of the Adult Centers to learn their views

e

3‘on how _they See the arrangement of programs and career clusters on ;heir

e campuses in th&~future. A.general discussion was held with the Director of

12

_'E C C., but ‘a more specific interview still needs to. be conducted with
L ‘ ; hlm ‘for this purpose. ‘

o' - 7 o : ‘ . S |
There has not been sufficient time to write up and verify with each one the

views of these.chief administrative officers.
..a' LAY \ ::;‘v- / ’ ) ,‘ ' N .. ' _‘

-
.

To answer the question raised in this chapter, "whatuoccupational programs

g

go where7 further study is required.,'Some prerequisite questions have

been answered subJect to review which are: .

AN

*
[

. 1. The arrangement of career clusters or "building blocks" of *
- . . . [ N o LR Y . .‘, . - - K3 ~
® . programs. . -

. - A

- o 2. A hasic- guide for site allocation of programs and the stratification
. © . of" compiexity of‘programs

D

.y

[ fle- still need to .answer. these questions.
® . . “‘» 3. What will the future community Surrounding ®ach campus be like
L S + in 19857 and 19957 (It is assumed this information is available

. \.

R PR ,fqr collection and analysis) - .
S ’ 4. What resources, using alternag}giyestimates,.will be available to

]

0o o '~ ° each campu$ between now and 19857 . -

-
. -

Ct 55 How does edch campus view itself as developing career.clusters
- 'and occupational plograms° (the faculties, Deans of Vocational
X o Education end Presidents ‘of-each ‘campus need to be interviewed

. ' < . R ‘ N .
@ L .« in order to obtain data necessary to answer this question adequately)
. : s . . N . . L '

R :These, five kinds'of information need to be integrated to answer .the basic

» »

o question, "How do we_allocate vOcational programs among our various colleges

(] N and centers7" A set of site selection criteria for occupational programs

AN i needs to’ be established. o . \\‘

»
- . - b
= + . B -t .
N T v
"

) o The following staff manpower estimates are suggested as needed to answer the -?
q ‘o « + project question. It will be necessary to dbtain the cooperation ’ )

‘ N - 137 -
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as needed of Presidents, Deans of Vocationadl Education and Coordinators., -
— Question” #3 5 »mandays Management Studies Staff .
@ © Question 4 ’ . i ) 3 mandays » Management Studies Staff

N ¢ et - . —— . . .
* Question {5 e JO mandays Management Studies Staff . .. _

. . ' An integration of the information and the deveioi)ment of a plan wi‘ll take
] S 10 mandays. This includes. feedback time between interviewees and staff . s

It also.includes a meeting with an advisory group of community members to

'react to the proposals recommended in the plan, Togal mandays is )

estimated at 28. . ' . ’ . I
. -

N &

0. L 138




2. Implementrat the earliest opportunity a survival éducation program.
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. : o ~ CHAPTER VI ]
‘ RECOMMENDATIONS -

A
>

4

P
The management objectives developed in this report will lead “the way, if
approved and acted upon,to major changes and improvements in the Career Education

effort of the San Diego Community College District.

N

]

“‘*f-1me£following—specific_xgcgmmendations are listed with the exception of

recommendation No. 1 which is comprehensive in nature. 2
N » . ~

R

1. Develop and 1mplement an organizational strategy which will translate

into action all objectives after analysis and acceptance by the governance

i

body of the San Diego Community Colleges: . |

- .
.

- EE

3. Establish an intensive seminar program to qualify all community college
. counselors as effective career counselors. Orient and familiarize
occugational program faculty with career counseling processés so they may

'~partf%ipate effectively in the caréer guldance activities of their students.

~

- N . ~
A ¢

4, Allocate the Master Planning and Management Studies ‘Staff the time

necessary to answer in depth the question, "How do we allocate vocational
&
* programs .among our various colleges, and centers?" Inadequate treatment

of th1s question can _hamper the opéimum development of our community

college district. ‘ -

-
N .
~ ¢ ’

d& Reallocate resource savings generated by using innovate ‘methods to reduce the

cost of instruction. . o

6. Commission a consultant in Futuristics'to assist the San Diégo
Community Colleges establish an organization, operating procedures,
a communications network, and a methodology for a Futuristics Teagr

7. Prepare intensively‘for collective bargaining which appears to be

_ drawing close to implementation.
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L]
L

\ . - i . . & . ° - -
. 8. Establish an effective operation for a county wide vocational education

® . council for the purpose of articulation between institutions in the county.
- ' Particular attention will be given to the balancing of manpower training
‘ outputs with community needs. o "
L B

9. -Each objective approved fof incorporation into the master plan will be

t.reated with a, '’change analysis" and placed on a time line for J

- . implementation. <o . .
. . N ) . N /: ‘ . . =:
s : 10. Assigh a task group under “the leadership 6f the Diréctor of Management -

Services to make operational a program and cost effectiveness methodology

for instructional programs in the district. . L

L ' .
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